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Glossary of Terms 
CEO The Chief executive Officer. The primary administrator in charge of the 
management of the organization. The CEO is appointed by and reports to the 
Board of Directors. 
Instrumental 
Values 
The ways that people behave: modes of behaviour. 
Displayed Values The values that can be observed from a person’s response to interview 
questions. 
Values Values are what we believe to be important, they are the basic principles that 
guide beliefs, attitudes and behaviour 
Terminal Values The ultimate objective of values that are pursued by individuals to achieve a 
desired end result 
Leadership Leadership is a process whereby an individual influences a group of individuals 
to achieve a common goal. The leader in this research project will be the CEO 
and the followers will be the employees of the organization. 
Financial 
decision-making 
Choosing a course of action affecting the financial performance of the 
organization.  
Economic The responsibility of a business to produce goods and services that society 
wants and to sell them at a profit. A business should produce goods or services 
with the greatest efficiency. 
Legal The laws and regulations under which a business is expected to operate within. 
Moral Doing 'what is right'. 
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Abstract 
This study investigated the effect of leadership style and values of Australian Chief 
Executive Officers (CEOs) on the financial decisions that were made. 
This research did not examine the effect of CEO remuneration or why the CEO took 
the job, but rather took a mixed method approach to investigating the values of the 
Australian CEO, the CEO leadership style, and the relationship these have to 
financial decision-making in the organization. The reason for choosing these leaders, 
CEOs of Australian companies, is the potential effects of their decision making on 
many stakeholders whether they are employees, shareholders or society at large.  
This study was designed to identify the perceived or espoused values of the 
Australian CEO and to test the influence of these values via semi-structured 
interviews focussing on financial decisions that the CEOs have made.  
The study was conducted in two phases. A pilot study was conducted to ensure that 
the data collected would enable the research questions to be answered. The pilot 
study assessed the effectiveness of initial chosen data collection methods; the moral 
reasoning inventory survey (MRI) and the semi-structured interview. Following the 
pilot study the espoused values survey tool (EVST) collection method was added to 
the methodology of the study.  
Phase 2 of this study was the implementation of the established data collection 
methods to investigate how the leadership style and values of an Australian CEO 
were reflected in the financial decisions that were made. A total of ten CEOs were 
interviewed. 
Both quantitative and qualitative data were collected during the study. A survey was 
implemented; the (EVST) to identify the perceived (espoused) values of the CEO, 
and financial statements were used to identify financial decisions that had been 
made. Participant interviews involved the completion of a moral reasoning survey 
(MRI), the EVST along with semi-structured questions. The questions were designed 
to ascertain whether the espoused values identified in the EVST were displayed by 
the CEO. The combination of the data collection methods were analyzed to identify 
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the leadership styles and values of the Australian CEOs and how these were reflected 
in financial decisions made. 
In summary a direct relationship was found between a transactional leadership style 
and the competency values of logical (IV13) and responsible (IV17).  Although 
more than fifty percent of CEOs espoused and displayed the moral values of helpful 
(IV8) and honest (IV9), the connection to the transactional leadership style is not 
clear. The other values that the CEOs displayed when making a financial decision 
were a positive business attitude (BA3), a focus on business finances (FI1) and a 
risk-averse (RM1) approach. As a group, all the CEOs consistently used the 
economic point of view of decision making. 
The findings of this study support the qualitative methodology used to better 
understand CEO values and the effect on financial decision-making. It allowed for 
in-depth data to be collected establishing a list of CEO characteristics. An extension of 
CEO traits beyond Rokeach’s (1974) values resulted from the semi-structured 
interview and observations recorded in the research journal. The use of the 
quantitative survey instruments alone (EVST and MRI) would not have produced this 
comprehensive list. Furthermore, Rokeach’s values focused on only positive values 
and made it difficult to highlight any negativity that may have been displayed by the 
participants, restricting the list of CEO characteristics. This negativity was 
highlighted in the nodes which were established during the analysis phase, covering 
business attitude and risk management. The leadership style and decision-making 
focus also added to the previously reported CEO characteristics. This study has 
established traits additional to Rokeach’s instrumental values, which should be 
included in future research, for a fuller picture to be gained of CEO decision-making. 
These findings enrich the current values and leadership literature. The proposed CEO 
training from this study will increase an organization’s contribution to society by 
providing an opportunity to expose the CEO to a wider world view. This view may 
encourage authentic leaders which make financial decisions utilising the three views 
of decision-making, the economic, the legal and the moral, rather than CEOs who 
focus primarily on the economic view. 
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CHAPTER 1: Introduction 
1.1: Background to the Research 
Events occurring in both the public and private sectors have led to the questioning of 
the values of Chief Executive Officers (CEOs) in financial decision-making. Public 
companies include Enron, Arthur Andersen, WorldCom, Siemens, HIH, OneTel and 
many others (Brown & Trevino 2006; Tanner, Brugger, van Schie & Lebherz 2010; 
Weber 2010). Privately listed companies which have also been highlighted in the 
media include Storm Financial Pty Limited, Hasties Services Pty Limited and the 
franchisees of 7-Eleven, Domino’s, Pizza Hut and United Petroleum (ASIC 2017b; 
Clennell 2017). Initially, the impact of the failure of Enron in the United States in 
2001, analogous to the failure of an ASX 100 company in Australia, led to a review 
of the decision-making of CEOs. The need for this review was further supported by 
the questionable activities reported by the media in the private sector. 
Elkind and Mclean (2003) stated in their book The Smartest Guys in the Room, that 
“the Enron scandal grew out of a steady accumulation of habits and values and 
actions that began years before and finally spiraled out of control” (Elkind & 
McLean 2003 p. 132). According to Seeger and Ulmar (2003) the Enron case has 
important lessons to teach regarding the communications-based responsibilities of 
CEOs as leaders of organizations: to communicate and model appropriate 
organizational values, to be informed about organizational operations, and to create 
conditions within organizations that allow for the recognition, communication and 
resolution of problems. Recent cases of corporate failures in Australia include the 
Hasties Group, Centro and ABC learning (Western Sydney University 2012). 
Although the public is told by the administrators that the cause of these collapses is 
due to accounting irregularities (Vitorovich 2017), the underlying cause of these 
outcomes is a process of financial decision-making. Most directors (including the 
CEO) involved with these accounting irregularities walk away without consequence. 
However in some instances there have been cases where CEOs have been sentenced 
(ASIC 2017a). With no fixed consequences to these activities there is no push from 
business leaders to address the financial decision-making process or indeed the 
  2 
 
characteristics that the CEO should possess prior to being appointed to their position 
(Ferguson 2013). CPA Australia has created a DVD case study entitled The ABC of a 
corporate collapse, where CPA Australia CEO Alex Malley showcases the 
repercussions of “ what happens when a company ignores the fundamentals of sound 
accounting” (CPA Australia Ltd 2010). This DVD highlights the consequences of 
what happens when an organization does not make financial decisions with 
consideration of ethical responsibilities. 
Schein (1992) proposed that leaders have a central role in shaping and controlling 
organizational culture (Schein 1992 cited in Berson, Oreg & Dvir 2008 p. 617), and 
Berson, Oreg and Dvir (2008) believed the particular direction and manner in which 
the culture is modified is likely to reflect the leader's personal value system. Byrne 
(2002) states that “as a result of the events which occurred at Enron the focus shifted 
from the CEO pay packet and stock price of the firm to corporate values” ( p. 68). 
These corporate values are enforced and exemplified by the CEO and impact on the 
financial decisions which are made by an organization.  
A chronology of significant events in the Enron case is given in Appendix 1. The 
Enron scandal involved hundreds of professionals including the CEO, company 
executives, accountants, finance professionals, bankers, and lawyers. There were 
many warning signs with the most notable being the rationalization for breaking 
accounting rules and salaries and wages which were much higher than the market 
average. Even though Enron had a superior code of ethics, this code was waived for 
senior management and employees. People who raised concerns at Enron were 
forced out (Watkins & Pearce 2003). 
The purpose of this research is to conduct a qualitative examination on the values of 
Australian CEOs and their leadership style, and the relationship these have to 
financial decision-making in organizations. This will be detailed through case studies 
of related Australian CEOs. 
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1.1.1: Personal Motivation 
Prior to embarking on the research in this study I was employed as an accountant 
specialising in small business management and taxation consultancy for in excess of 
20 years.  When I first commenced work in public practice, I was employed by a 
man who became my mentor; the father figure I never had. He brought to my life a 
relationship that I had never experienced before. A relationship which taught me so 
much about life and that also shaped my career. We were polar opposites, I was just 
out of university, recently married, inexperienced and twenty-one years old. He was 
fifty-eight years old. He had a world of experience and had just returned to the 
workforce after experimenting with the notion of retirement and realising that he 
wasn’t ready to give up the corporate lifestyle. As the years passed I found that we 
had a special bond: he had an estranged son whom he wished would have followed 
in his footsteps, and I desired a closer relationship with my father, which I knew I 
could never have.  I became his surrogate daughter and by accident he became the 
father figure that I always desired. 
Our days were filled with many CEO encounters and anticipating what financial 
decisions they would make in different scenarios. He was able to anticipate the 
decisions made more often than I, and he reminded me often that with experience I 
would also be able to anticipate these decisions. He would say, “Once you get to 
really know them you will be able to figure it out, it comes with life experience”. I 
respected him above most other people in my life yet I felt that it had to be more than 
my life experience that could anticipate these upcoming decisions. 
I began to focus more on the CEO, the persona, the age, the background and the 
values I thought they had. Yet CEOs still managed to surprise me with the financial 
decisions that they made, which further fuelled my curiosity. I developed a desire to 
know why CEOs made the financial decisions they made. I began to question why 
different decisions were made, but at that time I did not have the opportunity to 
explore their reasons.  
My employer eventually retired and I moved on to a chartered firm yet still had 
many unanswered questions. I had a good relationship with the managing partner to 
whom I was assigned.  He was good at reading people but like me he didn’t always 
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anticipate the financial decision that a CEO would make. This brought me to 
question the difference between my first employer and us. The main difference that 
stood out was that my first employer became an accountant by chance. He started his 
career on the railway and then after five years of a job taking him no-where he 
enrolled as a part-time mature age student into university and worked his way from 
accounts clerk to managing partner. My new employer and I both went to university 
straight from completing the Higher School Certificate and graduated by our 
twenty-first birthday, gaining employment as graduates in accounting firms with no 
prior life experience. When I left this employment I started my own firm and began 
sessional teaching at university. Being in the university sector reignited my curiosity. 
After many discussions with academic colleagues I turned to the literature to explore 
the reasons. I needed to investigate the reasons because what I did know was that the 
decisions being made ultimately affected a wide range of stakeholders, not just the 
CEO making that decision; and of course I wanted an explanation to satisfy my 
curiosity. 
This inevitably led me to ask the following questions resulting in this research study. 
1.2: Research Question 
This research will investigate the values of the chief executive officer (CEO), the 
leadership style demonstrated, and the reasons for the financial decisions that are 
made within the organization.  
The effects that will be tested are depicted in Figure 1 on the following page. 
  5 
 
 
Figure 1: The effect of CEO values and leadership styles on financial decision-making 
This research will answer the overarching question: 
How are the leadership style and values of an Australian CEO reflected in the 
financial decisions made? 
This research question (RQ) has been developed from an extensive review of the 
literature which will be discussed in later sections, and leads to the following 
sub-questions: 
RQ 1 What are the displayed values of Australian CEOs? 
RQ 2 What are the espoused values of Australian CEOs? 
RQ 3 Are the values displayed and the values espoused by the CEO the 
same?  
RQ 4 What decision–making views do Australian CEOs adopt when 
making financial decisions? 
RQ 5 What leadership style do Australian CEOs utilise? 
  6 
 
RQ 6 Is there a relationship between CEO leadership style and the CEO’s 
values? 
Figure 2 shows the purpose of each sub-question in addressing the purpose of this 
study.  
 
Figure 2: The effect of CEO values and leadership styles on financial decision-making (with 
research questions) 
 
1.3: Statement of Purpose 
Due to the power held by the CEO it is important to investigate the values of the 
CEO, the leadership style and the resulting influences on financial decision-making. 
The purpose of this research is to identify the CEO values and leadership style, to 
assess how these factors affect their financial decision-making. There are also 
implications for leadership training, and the research will make recommendations in 
regards to ethics and management training. By using values and leadership theory 
this research will also extend the current literature on leadership styles. 
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1.4: Research Objectives 
The objectives of this research are: 
1. To explore and understand CEO values as espoused and demonstrated by 
CEOs in making financial decisions. 
2. To identify other factors that may affect the execution of the values of CEOs. 
3. To examine the relationship between the CEO espoused values and the CEO 
displayed values.  
4. To test and validate factors identified in the theory of values-based 
leadership. 
5. To investigate the relationship between values-based leadership and financial 
decision- making. 
 
1.5: Structure of Thesis 
The thesis, having been introduced in this chapter next examines the context of the 
study in chapter 2. Chapter 3 presents the literature review which identifies past 
research relevant to the study. The review identifies and clarifies the literature that 
has been selected for this study and establishes a theoretical framework. Chapter 4 
identifies the research approach, primarily identifying the participants of the study 
and the data collection and analysis methods. Chapter 4 also clarifies the scope and 
limitations of the study. Following is Chapter 5 which provides an analysis of each 
data collection method independently, and then Chapter 6 triangulates the data 
collection methods used to enable the research questions to be addressed. Lastly 
Chapter 7 answers the proposed research questions whilst identifying cases where 
there are gaps in the literature as well as identifying congruence with current 
research. Chapter 7 concludes with future research directions and recommendations 
resulting from this study. 
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CHAPTER 2: Context of Study 
2.1: Introduction 
The CEO is the highest ranking executive in the company who holds the most 
important position. The CEO makes the strategic decisions and is solely responsible 
for the organization’s success or failure, and is also commonly referred to as the 
president or managing director (BusinessDictionary.com). In this study the CEO is 
the leader of the organization responsible for the overall operations and performance. 
Furthermore in this study it must be noted that the CEO is not required to report back 
to a board of directors, but the CEO provides direction for people to follow. The type 
of leader the CEO is will ultimately decide whether the people follow. Due to the 
power held by the CEO it is important to investigate the values of the CEO, the 
leadership style and the resulting influences on financial decision-making.  
Organizations in this study are all private companies which meet the definition of a 
reporting entity. A reporting entity is defined by the Australian Accounting 
Standards Board (1990) in the Statement of Accounting Concepts 1 (SAC1) 
paragraph 17 “where there exists users dependent on general purpose financial 
reports for making and evaluating resource allocation.” General purpose financial 
reports are defined in paragraph 4 as financial statements that “comply with the 
Statements of Accounting Concepts and Accounting Standards”. 
The minimum criterion established for the identification of Australian companies 
was that they did not qualify for the Australian Taxation Office (ATO) definition of 
a small business. See section 4.3: Research Participants for an explanation of this 
criterion.  
The first part of this chapter will provide a broad overview of the theoretical 
contribution of this research to the body of knowledge principally in the area of 
leadership and values theory. The second part will present evidence which outlines 
the significance of this research for society in general and for organizations that 
provide leadership training. The conclusions bring the proposal together and briefly 
discuss its wider implications. 
  9 
 
The extension of leadership style to incorporate CEO values is justified both in terms 
of its contribution to theory and its practical benefit to organizations and leadership 
institutions. 
2.2: Intended Contribution to Knowledge 
This study will contribute to the body of knowledge within the leadership literature. 
Avolio and Gardner (2005) suggested future research was needed to assess the direct 
effect of the leader's positive psychological capital on followers and their mediating 
effects on sustained performance. Brown and Trevino (2006) in acknowledging that 
much has been written about ethics and leadership from a normative or philosophical 
perspective, note a more descriptive and predictive social science approach to ethics 
and leadership has remained underdeveloped and fragmented. Brown and Trevino 
(2006) further point out that rigorous theory-based social scientific study of ethical 
leadership is relatively new. Tanner et al (2010, p. 225) state that “leadership is 
inevitably value-laden, and that leadership scholars (Sosik 2005; Russell 2001; 
Schmidt & Posner 1982) have emphasised the role of moral development and values 
for the emergence of ethical leadership in addition to calling for research to examine 
such issues”. However, to date, few others have explored this area. 
Meglino and Ravlin (1998) asserted that a basic reason why more progress in 
understanding the value processes in the workplace had not been made is that a 
reasonably large proportion of the research reported was not performed with the 
specific intent of understanding values processes, but rather with the idea that values 
or value congruence would explain another phenomenon of interest. Meglino & 
Ravlin’s (1998) observation that values and value congruence have been established 
in the literature leads to their recommendation that it would be appropriate to focus 
more attention on testing elements of process approaches to values, rather than 
focussing solely on what outcomes are affected. Meglino and Ravlin’s work has 
recently been extended by Groves (2015) and Oreg and Berson (2015) where the 
focus has shifted to the study of values processes and evaluating leadership types. In 
this respect it will be useful to examine individual values (CEO) for value-specific 
purposes (improved financial decision-making). According to Sosik (2005) 
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researchers have not explored the role that a manager's performance plays in 
moderating the relationships between the values espoused by leaders, charismatic 
leadership, and its motivational effects on followers. 
This qualitative research project will allow the researcher to explore and understand 
CEO values and value congruence, and then test whether these values are reflected in 
financial decision-making. 
The results of this research will extend the current understanding of leadership style 
in terms of financial decision-making and the values of Australian CEOs. 
2.3: Intended Contribution to Society in General 
This study will consider the impact on the public in relation to recent company 
downfalls that have occurred which indicate a lack of leadership. Brown, Trevino 
and Harrison (2005) state that concerns about ethics and leadership have dominated 
headlines and shaken public confidence in many organizations ( p. 132). Liu (2015) 
refers in particular to the Global Financial Crisis (GFC) as a recent event that lead to 
further scrutiny of business leadership stating that, “The emergence of the GFC in 
2007 stimulated numerous accounts of the role of leadership in bringing about the 
crisis” (p. 426). The Australian Stock Exchange (ASX) is also concerned with ethical 
and responsible decision-making which is evident in principle 3 of the ASX Corporate 
Governance Principles (2014) which is to “Act ethically and responsibly”. This 
research will explore the espoused CEO values and value congruence and the 
application of these values to financial decision-making which affects the public. 
These results through implementation will be funnelled through to stakeholders who 
rely on the financial decisions that are made by CEOs.  
Berson, Oreg and Dvir (2008) suggest that values act as lenses, or filters that 
determine the amount and type of information that leaders process and also argue 
that the personal values of CEOs are among the most influential leader 
characteristics. Berson et al (2008) emphasise that CEO values would have a 
substantial influence on their perceptions and behaviours, which in turn have a role 
in moulding the organization's characteristics and roles. This research will 
investigate whether the values of a CEO are demonstrated in financial 
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decision-making. Values directly affect behaviour in that they encourage individuals 
to act in accordance with them (Rokeach 1973, Schwartz 1992, Tetlock 1986 cited in 
Schwartz 2013, p. 121) 
The purpose of this research is to investigate whether the espoused and displayed 
values of CEOs are reflected in the financial decision-making of the organization. 
2.4: Intended Contribution to Organizations which Provide Leadership 
Training. 
This study will also consider the impact to the organization in relation to recent 
company downfalls and will inform training options for CEOs. There have been 
many high profile organization failures, as previously discussed in Section 1.1: 
Background to the Research. According to Brown and Trevino (2006) to help prevent 
these failures organizations want to know how to select, develop and retain leaders 
and business schools want to know how best to teach their students to become leaders. 
Recently Brown and Trevino (2014) suggested that in respect to developmental 
training, organizations should consider providing leadership training in house by, 
“promot[ing] opportunities for childhood ethical role modelling and development 
(such as scouting or Big Brother Big Sister programs)” within the organization (p. 
596). 
This research will evaluate the values of the CEO and their current leadership style for 
the purpose of informing the best type of training to be provided to improve the 
financial decision-making process.  
As a result this research will potentially assist in changing what is taught in business 
schools to produce future leaders who will choose to use their values in making 
financial decisions. The production of these future leaders will assist organizations in 
their appointing process. 
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CHAPTER 3: Literature review 
3.1: Introduction 
This aim of the chapter is to review previous research in the relevant areas required 
to answer the research question: How are the leadership style and values of the CEO 
reflected in the financial decisions made? The literature review is divided into three 
sections. It first defines financial decision-making for the purpose of this study. The 
second section outlines various definitions of “values” and discusses the relationship 
of values to human behaviour. The third section explores the current understanding 
of what is meant by leadership and reflects on different leadership styles. 
3.2: Financial Decision-making 
‘Decision-making’ has been defined by Peters, Finucane, MacGregor and Slovic 
(2000) as “a choice between two or more options or alternatives" (p. 144). The term 
‘financial’ has been defined in the literature by Moles and Terry (1997) as “relating 
to finance (cf. money)” and simply defined as "pertaining to monetary receipts and 
expenditures: pertaining or relating to money matters; pecuniary: financial 
operations" (Dictionary.com 2014). In this study the choice of options or alternatives 
will be concerning matters relating to the economic well-being of the organization, 
which is commonly referred to as the company’s financial position. Therefore for the 
purpose of this research, ‘financial decision-making’ is defined as “choosing a 
course of action affecting the financial performance of the organization”. 
According to Boatright (2007) decision-making in business should involve an 
integration of three points of view: the economic, the legal and the moral. Carroll 
(1979) states that within the economic point of view that a business has the 
responsibility to produce goods and services that society wants and to sell them at a 
profit. Hence a business should produce goods or services with the greatest 
efficiency. Carroll (1979) states that the legal point of view is the laying down of the 
ground rules by society which are the laws and regulations under which a business is 
expected to operate within, this is the framework in which economic activity is 
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conducted. Boatright (2007) emphasises that the moral point of view is doing 'what 
is right'.  
Rest (1986) expands this view of moral decision-making using four basic 
components - identifying the moral nature of an issue, making a moral judgement, 
establishing moral intent, and engaging in moral action. Nevertheless the moral point 
of view, unlike the economic and legal is not well defined due to “the first two 
categories [economic and legal] embody(ing) ethical norms”(Carroll 1979 p.500). 
The moral point of view includes behaviour and action that is not specifically [of 
Carroll’s “discretionary” responsibility] categorised but is expected of organizations 
by society.  Boatright (2007) surmises that the decision made should not be a 
trade-off between the three views but one that is ethically defensible while at the 
same time satisfying the legitimate demands of economic performance and a 
company's legal obligations.  
O'Fallon and Butterfield (2005) conclude that business ethics is generally divided 
into normative and descriptive ethics. Normative ethics guides individuals on how 
they should behave whereas descriptive ethics focuses on explaining and predicting 
an individual's actual behaviour. Although both domains are important, this research 
will investigate descriptive ethics and the moral point of view in terms of CEO 
values and the application of these values to the financial decisions made. According 
to the summary presented by O'Fallon and Butterfield (2005) "idealism and 
deontology are generally positively related to ethical decision-making, while 
relativism, teleology, and other factors, such as economic orientation of a decision is 
generally negatively related to ethical decision-making" (p. 379). Jackson, Wood and 
Zboja (2013) state that "ethical decision-making and the deterioration of ethics 
within an organization is based on the decisions and actions of individuals" (p. 235), 
and Green and Weber (1997) further conclude that higher levels of moral reasoning 
lead to more ethical behaviour. This research will investigate the financial decisions 
made to determine if the economic orientation of the decision affects the ethical 
behaviour of the individual.  
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An example of financial decision-making which did not incorporate the integration of 
all three points in the Enron failure was reported in the Associated Press (2005) where 
it states that in 1997: 
Finance executive Andrew Fastow created his first partnership designed to 
keep debt off Enron's balance sheet, a first step toward similar financial moves 
to hide debt and inflate profits that lead to Enron's downfall.  
Although the partnership was established by the finance executive the CEO supported 
his actions. The three points of view of decision-making can be applied to this 
financial decision.  First, the economic point of view allowed Enron to effectively 
‘hide’ the partnership transactions from Enron’s balance sheet which resulted in the 
net assets of the company being overstated, allowing them to borrow more funds. 
Enron also complied with the legal view, as the partnership accounts were not required 
to be consolidated with the company’s accounts. However from the moral view it was 
clearly a case of not doing 'what is right'. This example at Enron exemplifies the need 
to explore the values of the Australian CEO to minimise the likelihood of this case 
being repeated in Australia. 
3.3: Values and Human Behaviour 
Over the years, a number of definitions of ‘values’ have been suggested. One of the 
earliest definitions was provided by Klucklohn (1951 p. 395) who stated that “a 
value is a conception, explicit or implicit, distinctive of an individual or 
characteristic of a group, of the desirable, which influences the selection from 
available modes, means, and ends of action” (cited in Hitlin & Piliavin 2004 p. 362). 
This definition of values was expanded by Rokeach (1973 p. 5) to encompass 
“enduring beliefs that a specific mode of conduct is personally or socially preferable 
to an opposite or converse mode of conduct or end-state of existence”. Ravlin (1995) 
provided a more personal definition by mooting that values were “a person's 
internalised belief about how he or she should or ought to behave” (Meglino & 
Ravlin 1998 p. 354). Bringing together these suggestions, values can be summarised 
as what people believe to be important; that is, they are the basic principles that 
guide beliefs, attitudes and behaviour (Hood 2003 p. 263). Posner (2010 p. 457) 
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states that “values are at the core of who people are” which influences the choices 
that are made, the people that are entrusted and the way time and energy is invested. 
Values develop by considering the actions of the past, the connection to others and 
our aspirations for the future (Freeman & Auster 2011). Freeman and Auster (2011) 
believe a person that is capable of self-creation by constantly evolving as displaying 
qualities of ‘the poetic self’. For the purpose of this research the definition of values 
is what the CEO espouses as being important and how this influences the financial 
decisions made for the organization. Therefore in this study the values of the CEOs 
will be investigated to establish whether these values are used in the financial 
decision-making process. 
According to the views of Rokeach (1973) and Williams (1968) values applied by 
individuals to situations, as opposed to the value placed on an object or outcomes, 
are more appropriate for social analysis because they provide information that is 
more central to the individual. The values applied to individuals have been 
subdivided by Rokeach (1973) into instrumental (listed in Appendix 2) and terminal 
values. Terminal values are the ultimate objective of values and are pursued by 
individuals to achieve a desired end result (wisdom, a comfortable life) whereas 
instrumental values are the ways that people behave: modes of behaviour. Examples 
of instrumental values include being hard-working and open-minded. Rokeach 
(1973) proposed that the achievement of instrumental values would facilitate the 
attainment of terminal values. Schwartz (2013) continued Rokeach’s work on 
multiple value clusters agreeing “that attitudes and behaviour are guided not by the 
priority given to a single value but by trade-offs among competing values” (p. 121).  
Rokeach (1973) highlighted the importance of values because they have a direct 
effect on human behaviour. He stated that “values directly affect behaviour in that 
they encourage individuals to act in accordance with their values” (p. 5). According 
to Rokeach (1973) instrumental values can be separated into two kinds; moral values 
and competence values. Moral values have an interpersonal focus which, when 
violated, result in feelings of guilt for not doing the right thing. Competence values 
on the other hand have a personal rather than an interpersonal focus, and do not seem 
to be concerned with morality. When a competence value is violated this leads to 
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feelings of personal inadequacy and shame as opposed to feelings of guilt about 
doing the wrong thing. The example presented by Rokeach is that "behaving 
honestly and responsibly leads one to feel that he is behaving morally, whereas 
behaving logically, intelligently or imaginatively leads one to feel that he is behaving 
competently" (Rokeach 1973 p. 8). 
The 18 instrumental values listed in Appendix 2 were developed from Anderson's 
(1968) list of 555 personality trait words. He derived his list from a larger one of 
about 18,000 traits originally compiled by Allport and Odbert (1936), retaining only 
those traits that "were likely to be useful" (Rokeach 1973 p. 29). Rokeach was 
interested in positive values that would be suitable for self-attribution so the list of 
555 was quickly reduced to 200. Rokeach (1973) selected the final 18 values by 
using the following criteria.  
 retaining only one value by eliminating synonyms or near synonyms; 
 retaining those judged to be "maximally different from or minimally 
inter-correlated with one another"; 
 retaining those judged to represent the most important values in American 
society; 
 retaining those deemed to be maximally discriminating across social status, 
sex, race, age, religion, politics etc; and 
 retaining both variables, and others have scored low on one and high on the 
other (Rokeach 1973 p. 29)  
Rokeach (1974, pp. 226-7) briefly described each of the 18 values which are displayed 
in Table 1 on the following page. 
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Table 1: Definitions of Instrumental Values 
 Instrumental Value Definition 
1 Ambitious Hard-working, aspiring 
2 Broadminded Open-minded 
3 Capable Competent, effective 
4 Cheerful Light-hearted, joyful 
5 Clean Neat, tidy 
6 Courageous Standing up for your beliefs 
7 Forgiving Willing to pardon others 
8 Helpful Working for the welfare of others 
9 Honest Sincere, truthful 
10 Imaginative Daring, creative  
11 Independent Self-reliant, self-sufficient 
12 Intellectual Intelligent, reflective 
13 Logical Consistent, rational 
14 Loving Affectionate, tender 
15 Obedient Dutiful, respectful 
16 Polite Courteous, well-mannered 
17 Responsible  Dependable, reliable 
18 Self-controlled Restrained, self-discipline 
Source: Rokeach, 1974 
Even though Rokeach separated instrumental values into two categories, moral and 
competent, he did not classify each of the 18 instrumental values into these categories. 
Weber (1990) extended Rokeach's work by classifying the instrumental values into the 
subcategories (moral and competence) after presenting the 18 values to 103 full-time 
Masters of Business Administration students from a large, Eastern university and 
asking them to consider whether the value was primarily competence, primarily 
moral, both, or neither.  Weber compared the results of his 1990 study with previous 
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studies: Frederick and Weber 1987; Rokeach 1973; Vinson, Munson and Nakanishi 
1977; Weber 1986 and found that the value types were consistent. Weber performed a 
factor analysis on all 36 values when assessing the values of an adult population using 
the modified Rokeach Value Survey (RVS). Using the traditional voting method a 
summary orientation for each value was found. The results of this method were 
summarised by Weber (1990 p.45) in Table 2 on the following page.  
Further support is provided by Upper Echelons theory (Geletkanycz & Hambrick 
1997; Hambrick & Mason 1984). The underpinning of Upper Echelons theory is that 
executives (CEO) experiences, values and personalities influence their approach to a 
situation which therefore affects the decisions that are made. Hambrick (2007) states 
that Upper Echelons theory is based on the premise that top executives’ “experiences, 
values, and personalities … affect their choices” (p. 334). According to Sosik, Gentry 
and Chun (2012) Upper Echelons theory supports that “top executives influence 
managerial and organizational performance directly through their personal 
characteristics and behaviour” (p. 368). Wang, Holmes, Oh and Zhu (2016) confirm 
the continued support for Upper Echelons theory by confirming the continuous 
research which supports and endeavours to extend this theory. 
The empirical classifications of Rokeach's values (from Weber, 1990) which are the 
essence of value theory will be used in the current study to identify the instrumental 
values displayed by the participants, and the categorisation of whether that value is 
competent, moral or neither.  This will allow the identification of the values, the 
modes of behaviour that influence a CEO when making financial decisions. 
Meglino and Ravlin (1998) assert that values have two main paths by which they 
affect outcomes. First they can have a direct effect on an individual's outcomes or 
secondly they may affect outcomes to the extent that they are similar with the values of 
an ‘other’. When referring to CEO leadership the focus is on the second pathway. 
If the CEOs values can be identified, it may be possible to achieve value congruence in 
financial decision-making which would be beneficial to the organization. Meglino and 
Ravlin (1998) speculate that outcomes and behaviour should be expected to reinforce 
an individual's value structure. They further speculate with reference to Jones and 
Gerard (1967), that if this reinforcement should fail to occur then we would expect an 
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individual's values to change. This research will investigate the financial 
decision-making as the outcome of the CEO values. The values displayed and 
espoused by the CEOs will be explored to determine the elements which should be 
included in the proposed leadership style extension. 
Table 2: Modified RVS 
Values Competence Moral Neither 
Ambitious x   
Broadminded x   
Capable x   
Cheerful  x  
Clean  x  
Courageous  x  
Forgiving  x  
Helpful  x  
Honest  x  
Imaginative x   
Independent x   
Intellectual x   
Logical x   
Loving  x  
Obedient  x  
Polite  x  
Responsible (*) x   
Self-controlled   x 
* Rokeach states this as moral. 
Source: adapted from Weber, 1990 (p.45) 
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Given that there is an overlap between the concept of values with ethics and moral 
reasoning the latter are discussed in the next section. 
3.4: Ethics and Moral Reasoning 
Kohlberg (1968) investigated moral development through the interpretation of 
human behaviour. Moral development was initially defined by Piaget, a child 
psychologist. Rest (1986) summarises Paiget’s work in the statement, 
According to Piaget (e.g., 1970), cognitive development takes place because 
humans are active interpreters of their experiences…When new experiences 
cannot be assimilated into existing categories of experience or when 
expectations are violated, humans attempt to revise their categories and 
expectations so that experience will once again make sense and be 
predictable (p. 32) 
Piaget used a two stage model which was refined and researched by Kohlberg. 
Kohlberg’s (1968) study is representative of the changes that occur in a person's 
structure of thought or moral reasoning. 
Kohlberg studied moral development for 12 years; he studied the same group of 75 
boys following how they progressed every three years from early adolescence to 
manhood. At the commencement of the study the boys were aged ten to sixteen and 
when the study ceased they were aged twenty two to twenty eight. 
In analysing responses to moral problems Kohlberg showed that moral reasoning 
developed over a life-time through three levels with each level comprising two stages, 
resulting in a series of six stages. This model is shown in Appendix 3. 
The three levels are pre-conventional, conventional and post conventional. The second 
level incorporates stage four which is titled the 'law and order' orientation (Kohlberg 
& Hersh 1977 p. 55). Within this stage the respondent would base decisions on 
complying with the law. The third level is the principled level at which there is a clear 
effort to define moral levels and “principles which have validity and application apart 
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from the authority of the groups or persons who hold them and apart from the 
individual's identification with those persons or groups” (Kohlberg 1968 p. 24).  
Kohlberg proposed that once a person reached a particular stage of moral 
development, it was not possible for the person to regress to previous levels and thus 
the person would either remain at that level or move forward. Kohlberg found that 
“youths who understand justice act more justly, and the man who understands justice 
helps create a moral climate which goes far beyond his immediate and personal acts” 
(Kohlberg 1968 p. 30). Therefore once the moral reasoning level of the CEO is 
determined then the CEO cannot return to a lower level, the CEO will either remain in 
this level or advance to a higher level.  
Kohlberg (1968) suggested that to be able to make an ethical decision an individual 
must have a level of moral reasoning which resides in stage two as a minimum or 
preferably stage three. According to Trevino (1986): 
Kohlberg proposes that an individual's level of cognitive moral development 
strongly influences the person's decision regarding what is right or wrong; 
the rights, duties, and obligations involved in a particular ethical dilemma. 
Kohlberg's model provides a theoretical basis for understanding how 
managers think about ethical dilemmas (p. 602). 
Trevino (1986) stated that a limitation of Kohlberg's model is that the test of moral 
judgement is limited to how individuals think about moral dilemmas not what they 
would actually do in a particular decision situation. Thiel, Bagdasarov, Harkrider, 
Johnson and Mumford (2012) support the premise that ethical decision-making is 
grounded in moral reasoning, however the leader must first recognise the existence 
of an ethical problem before they are able to apply their moral principles to that 
ethical situation. 
Weber and McGivern (2006) designed an instrument to measure the moral reasoning 
of managers based on a business setting. This instrument was named The Moral 
Reasoning Inventory (MRI). The analysis of this study supported “the effectiveness 
of the MRI as the basis for a methodology for the study of moral-based decisions made 
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by business managers in organizational settings” (p. 23). Weber and McGivern (2010) 
further developed the MRI and suggested the MRI “could be a useful tool for those 
seeking to enhance ethical decision-making and performance in business" (p. 162), 
due to the MRI instrument using more than one measure to determine the 
individual’s decision-making responses. 
According to Weber and McGivern (2010), the MRI uses two ratings which measure 
the respondents strength of belief and the importance of the reason in making the 
decision. However the MRI is not capable of placing a manager within one of the six 
levels of the moral reasoning scale; it can only place a manager at stages 1/2 
(combined), stage 3, stage 4 and stage 5/6 (combined). This was due to the purpose of 
the instrument being to determine a “consensus on how the decision (on a moral 
dilemma) should be resolved [in a business context]” (Weber & McGivern 2006, p. 
23). Collins (2010) asserts that the survey needs to be more fully developed due to 
organizations and scholars needing an instrument which is easy to implement and 
which can link specific options to specific levels of moral reasoning. 
The application of this instrument is superior to Kohlberg's previous method which 
is able to place a person within one of the three stages of moral development. 
Kohlberg and Hersh (1977 p. 58) asserted that moral judgement is a necessary but not 
sufficient condition for moral action because other variables come into play such as 
emotion, and a general sense of will, purpose or ego strength.  
When individuals develop morally they do not just increase their knowledge of 
cultural values; this development is representative of the transformations that occur 
in a person's structure of thought (Kohlberg & Hersh 1977). It has been suggested 
that it is difficult to transcend the first four stages of moral development, with 
Kohlberg claiming that less than 20% of American adults reach the principled level of 
development (Trevino 1986, p. 606), which is the highest level of moral reasoning. 
The levels of moral reasoning are depicted in Appendix 3. 
Weber (1991) adapted Kohlberg's model to include dilemmas from a business 
organization context. The follow up questions were adapted to focus on key 
organizational values and the scoring of the test was made simpler, yet still retained 
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its reliability.  According to Weber (1991) this adapted version allowed a 
“heightened understanding of managers' ethical decision-making processes (which) 
could lead to greater predictability of managerial and organizational ethical 
behaviour” (p. 308). Weber (2010) assessed the moral reasoning of CEOs based on 
the moral language used in the CEO letters to stakeholders contained in company 
annual reports. Weber used his 1991 Adapted Standard Issue Scoring System to 
complete the evaluation. The results found that CEOs did not exhibit a higher level 
of moral reasoning. For a detailed explanation on ‘The Adapted Standard Issue 
Scoring System’ refer to Weber (1991). Following on from this study Weber and 
McGivern (2010) further developed the adapted Kohlberg’s model into the MRI to 
enable more than one measure to determine the individual’s decision-making 
responses.  
While the application of the MRI to Australian CEOs will not enable the precise level 
of moral reasoning to be determined, it will allow a comparison to be made of how the 
individual CEOs respond in relation to their personal profile. The MRI could also 
determine whether there is a consensus on how a moral based problem would be 
solved. Although the CEO will be unable to be placed in the extreme levels of the 
moral reasoning table, the level that the CEO is placed within the model will indicate 
the level of moral reasoning the CEO employs when making financial decisions. For 
example a placement at stage four would indicate that the CEO is making the decision 
based on the legal point of view, whereas if the placement is at stage five/six it is 
possible that the CEO has reached the principled level of moral development and the 
decisions made are not being influenced by outside sources. 
3.5: Understanding Leadership  
Before there can be any discussion of leadership theories and styles, it is important to 
arrive at an understanding of what is meant by leadership. This is difficult given that 
the literature in the area has focused on describing ‘leadership’ rather than 
attempting to define it. Indeed to this end Storr (2004 p. 416) suggested that there 
was “no definitive, robust and conclusive definition of leadership”.  
Gini (1997) describes leadership as “a delicate combination of the process, the 
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techniques of leadership, the person, the specific talents and traits of a/the leader, and 
the general requirements of the job itself” (p. 324).  
Even though an understanding of the definition of leadership is difficult, the 
definition that will be embraced for this study is that of Northouse (2013) who states, 
“Leadership is a process whereby an individual influences a group of individuals to 
achieve a common goal” (p. 5). This definition encompasses the areas that are most 
commonly used in the literature and also concurs with my observations through 
twenty years of practice as an accountant. 
For leadership to exist there must be a minimum requirement of a leader and a 
follower, as opposed to a CEO and a manager. A CEO can give directions to a 
manager which in accordance with their employment contract they are required to 
complete. It is when the completion of these tasks ascends beyond a job requirement 
to the achievement of a mutual goal that the CEO can be seen as a leader, rather than 
an employer. The leader must be able to engage the follower not just direct them on 
what to do. According to Rost (1993) leadership is a power and value-laden 
relationship between leaders and followers/constituents who intend real change(s) 
that reflect their mutual purpose(s) and goal(s) (p. 102). The CEO of the organization 
would be perceived as the leader based on the position held in the organization, and 
through their actions it will be determined whether the employees are transformed 
into followers. 
According to Avolio and Gardner (2005) although there may be many leadership 
styles the 'root construct' of all these models is authentic leadership. Authentic 
leadership encompasses the amalgamation of the interests of the greater good, it is 
not focused on exploiting the self-interest of the leaders or the followers. For the 
purpose of this study the greater good would be the aggregate of the stakeholders and 
the shareholders of the organization. According to Avolio and Gardner (2005) the 
leader must forge a path of congruence of values and interests among stakeholders, 
while avoiding the pseudo-transformational mines of deceit, manipulation, 
self-aggrandisement and power abuse. It goes beyond the individual leader or 
follower. Avolio, Luthans and Walumbwa (2004) state that authentic leaders are: 
Individuals who are deeply aware of how they think and behave and are 
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perceived by others as being aware of their own and others' values/moral 
perspective, knowledge, and strengths; aware of the context in which they 
operate; and who are confident, hopeful, optimistic, resilient, and high on 
moral character (p. 4). 
The theoretical basis of authentic leadership is taken from the work of humanistic 
psychologists Carl Rogers (1959, 1963) and Maslow (1968, 1971) (cited in Avolio & 
Gardner 2005 p. 319) . The CEO is the leader of the organization and is responsible 
to the stakeholders and shareholders of the organization. In this position the CEO 
would also be responsible for accounting decisions made even though the figures are 
prepared by the accounting division. The CEO is included in the definition of an 
officer in section 9 of the Corporations Act (Commonwealth of Australia 2001) as a 
person “who makes, or participates in making, decisions that affect the whole, or a 
substantial part, of the business of the entity”. There have been many instances in 
Australia where the CEO has been held responsible for accounting decisions [see 
1.1: Background to the Research]. These financial decisions may consequently affect 
their career, therefore a CEO must maintain a good moral and ethical stance 
throughout their career. Early moral lapses can have an impact on later employment. 
For example, it was reported by Wiggins and LaFrenz (2017) of the Financial 
Review that, “The Australian Securities and Investment Commission has charged Mr 
Gregg with two counts of falsifying company documents in 2011”, when he was an 
executive officer at Leighton Holdings Ltd. Mr Gregg was deputy chief executive 
officer and chief financial officer at Leighton Holdings Ltd from 2009 - 2013, and 
appointed Primary Health Care Ltd CEO in 2015. Prior to this he was CFO and 
Executive General Manager of Strategy at Qantas Airways Ltd from 2000-2008 
(Primary Health Care 2017).   
The leadership style of the CEO provides the means by which to communicate and 
display the values held by the leader. These leadership styles may incorporate 
authentic leadership as their root construct. Avolio and Gardner (2005) summarise 
the different types of leadership theories into transformational leadership, 
charismatic leadership, servant leadership and spiritual leadership. Working in 
conjunction with these theories are leadership styles. Barbuto Jr (2005) states that, 
  26 
 
“The full range leadership model describes the distribution of leadership behaviors, 
ranging from completely inactive (laissez-faire) to transactional behaviors to 
transformational behaviors” (p. 27). These three leadership styles which encompass 
the full range of leadership styles are still utilised today as can been seen in the work 
of Dajani and Mohamad (2017), Asrar-ul-Haq and Kuchinke (2016) and Tarsik, 
Kassim and Nasharudin (2014). Therefore this study will address these three 
leadership styles when assessing the financial decisions made by the CEO in an 
organization. These styles can be combined or used autonomously.  
Burns (1978) was the first scholar to specify the distinction between transactional 
leaders who attempt to satisfy the current needs of followers by focussing attention 
on punishments and rewards and transformational leaders who attempt to raise the 
needs of followers and promote dramatic changes of individuals, groups and 
organizations (cited in Bass & Steidlmeier 1999 p. 183). According to Brown and 
Trevino (2006), Burns also theorised that transformational leaders move followers to 
higher stages of moral development, by directing their attention to important values 
such as justice and equality. Burns relied upon Kohlberg's theory of cognitive moral 
development, Maslow's (1954) theory of human needs, and Rokeach's (1973) theory 
of values to explain why transformational leaders are influential. 
Transactional leaders focus on work standards, compliance and tasks. If an employee 
does not carry out a task then consequences will apply hence the term ‘transactional’. 
Transformational leaders as the name suggests try to change their employees by 
appealing to moral values and higher ideals as motivators. Laissez-faire leaders are 
passive. The leader is inactive and avoids making decisions and shirks supervisory 
responsibilities. Bradford and Lippitt (1945) describe Laissez-faire leadership as a 
leader’s disregard of supervisory duties and lack of guidance to subordinates.  
Bass and Steidlmeier (1999) suggest that the best leadership style is a combination of 
both transformational and transactional. They state that “transformational leadership 
enhances the effectiveness of transactional leadership; it does not replace 
transactional leadership” (p. 190). The leadership style of the CEO of a company is 
said to be reflective of the moral judgment that will be made by the CEO with a 
combination of transformational and transactional leadership being optimum. 
  27 
 
According to Bass and Steidlmeier the pivotal issue in making moral judgements is 
the legitimacy of the ontological assumptions. A transformational leader will lead 
morally by identifying the core values of the company and its members. A 
transformational leader will allow followers to use their potential to satisfy both the 
company goals as well as their own needs. Transformational leadership will add 
support to transactional leadership; an employee will see that they are acknowledged 
via rewards, as well as be given the opportunity for growth through the inspiration 
leadership of their CEO. The question that needs to be evaluated is whether the 
financial decision-making is affected by the values and leadership style of the CEO. 
It is proposed that CEOs leading with values will have authentic leadership as the 
root construct of the transactional and transformational leadership styles, and 
incorporate features of these styles. These CEOs would be viewed as ethical or 
authentic leaders who are “fair and principled decision-makers who care about 
people and the broader society, and who behave ethically in their personal and 
professional life” (Brown & Trevino 2006, p. 597). Ciulla (2014) comments that 
“most scholars and practitioners who write about leadership genuflect at the altar of 
ethics and speak with hushed reverence about its importance to leadership” (p. 3) 
According to Riggio et al (2010 p. 235): 
Although thousands of articles and books have been published on effective 
leadership, only a small portion of this work has focused on ethical 
leadership. Even less attention has been devoted to the definition and 
measurement of ‘ethical leadership'. 
Ethical leadership is defined by Brown et al (2005 p. 120) as: 
The demonstration of normatively appropriate conduct through personal 
actions and interpersonal relationships, and the promotion of such conduct 
to followers through two way communication, reinforcement, and 
decision-making.  
The focus of this study will be on actual leadership styles and decision making 
employed by leaders (CEO) as opposed to ‘best practice leadership’. The literature 
focuses on what should happen rather than what is happening. In this study the 
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values of a CEO and the leadership style(s) used will be evaluated using a financial 
decision that has been made and will determine whether the displayed values 
observed in the semi-structured interviews and the espoused values collated from the 
Espoused Values Self-Ranking Tool (EVST) are reflected in the financial decision 
made as depicted in Figure 3. A focus on values and leadership style alone will not 
benefit the current situation in regards to CEOs. Values and leadership style(s) need 
to be combined and tested with reference to financial decision-making to investigate 
whether a better option for CEO leadership exists. 
 
 
 
 
 
 
 
 
Alignment 
and 
Effect on 
*Authentic leadership is the ‘root construct’ of all leadership models 
Figure 3: The effect of CEO values and leadership styles on financial decision-making (extended) 
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CHAPTER 4: Research Methodology 
4.1: Introduction 
To address the gaps in the literature identified in chapter 3 this chapter sets out the 
methodological approach used for the research. This section explains the role of the 
surveys, journals and semi-structured interviews used for data collection, along with 
the analytical techniques employed in the study. 
The data collected were both qualitative and quantitative in nature with the intention 
of ascertaining whether values-based leadership affected financial decision-making. 
The views of the CEOs in the collected data were interpreted singularly and 
collectively to enable a more comprehensive understanding of the findings. 
This chapter begins with the research approach adopted, followed by the research 
design, the sample selection and the data collection techniques, concluding with 
ethical considerations and limitations that have been identified.  
4.2: Research Approach 
The paradigm adopted by this research was the interpretive paradigm. Burrell and 
Morgan (1979) suggest that the interpretive paradigm should be employed when a 
researcher attempts to understand and explain the social world, primarily from the 
viewpoint of the actors directly involved in the process. The ultimate reality of the 
universe lies in 'spirit' or 'idea' rather than in the data of sense perception (Burrell & 
Morgan 1979 p. 227). Burrell and Morgan (1979) further assert that the interpretive 
paradigm is informed by a concern to understand the world as it is, to understand the 
fundamental nature of the social world at the level of subjective experience. The use 
of a qualitative research methodology enabled the researcher to interact with the 
participants, using open methods of data collection such as semi-structured 
interviews and participant observation. 
In this research, the application of an interpretive paradigm allowed the researcher to 
understand individual experiences (the participant element) captured by this project. 
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The participant element was highlighted through the judgements that were formed 
and the perceptions made within the semi-structured interview. These observations 
were recorded in a research diary. 
This research employed a mixed methods approach, adopting both survey and 
interview techniques. As is explained in section 4.3: Research Participants below, the 
Moral Reasoning Inventory survey (MRI) and the espoused values self-ranking tool 
(EVST) were used to enable comparison with previous research findings. 
Semi-structured interviews were required in addition to the collected surveys due to 
a quantitative approach alone not allowing the participant to voice their opinion, and 
as claimed by Cronbach, “statistical research is not able to take full account of the 
many interactions that take place in social settings” (Cronbach 1975 cited in Hoefpl 
1997 p. 48). There was information that could not be ascertained by surveys alone, 
and as interpretivist researchers, Neuman (2006) noted that Max Weber argued that 
“we must learn the personal reasons or motives that shape a person's internal feelings 
and guide decisions to act in particular ways” (p. 87). Reducing human behaviour to 
numbers could adversely affect other qualitative aspects of the study like human 
emotion. As mentioned in the National Statement on Ethical Conduct in Human 
Research (2007 p. 29) “qualitative research contributes to the development of new 
knowledge by: 
 enabling researchers to gain a better understanding of complex concepts or 
social processes; 
 investigating how communities and individuals interpret and make sense of 
their experiences, and 
 eliciting contextual data in order to improve the validity of quantitative tools 
such as surveys.” 
The interpretive paradigm established the research design focused on both qualitative 
and quantitative data.  
4.3: Research Participants  
The research examined whether values-based leadership affected the financial 
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decisions made by Australian CEOs. The population for the research project were 
the CEOs of Australian companies. The minimum criterion established for the 
identification of Australian companies was that they did not qualify for the 
Australian Taxation Office (ATO) definition of a small business. The ATO stated on 
their web page that “you are a small business if you carry on a business and your 
business turnover (aggregated turnover) is less than $2 million” (Australian Taxation 
Office 2015). The ATO further defines aggregated turnover as the sum of the 
businesses turnover for an income year and the annual turnover of any entity 
connected or affiliated during that income year. The reason for choosing these 
companies was the potential effect of the CEO decision-making on many 
stakeholders, whether they were employees, shareholders or society at large. In 
comparison when a small business owner makes decisions resulting in adverse 
events such as closing down, it immediately affects the small business owner and 
their family income. As such the decision maker need not consider the effects of 
their decision on a wide range of stakeholders. Even though this is important, it is 
not feasible to cover such a wide scope of variations in this research project. When 
an Australian CEO makes decisions which result in layoffs or negative impacts to 
the stock market this decision directly affects not only the employees or shareholders 
of that company but has a wider effect on society in general.  
The high profile of the leaders required for this project made access to the population 
difficult. Leaders of large companies have much responsibility and are time-poor, 
making access to these leaders difficult. Berg (2009) proposed that snowballing is 
sometimes the best way to locate participants with certain attributes or 
characteristics. The researcher used this technique to form the sample used in the 
study. 
Given the purpose of the research the initial participant was chosen due to her fitting 
the criteria and also because she displayed an interest in the research project when it 
was presented to a Certified Practicing Accountants (CPA) meeting where the 
researcher and the participant were in attendance. Participant One (P1) was the CEO 
of an Australian company who was required to make financial decisions on a daily 
basis. The financial decisions that were made had the potential to affect the future of 
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the employees, the company’s trading partners and indirectly society at large. P1 
recommended another CEO who met the selection criteria for the next interview. 
Initial contact obtained in this way formed the basis for the snowballing technique 
utilised. This snowballing technique was used in the recruitment of all participants. 
At the completion of each interview the participant was asked for the names of other 
CEOs who they thought would be prepared to participate in the project. 
On recommendation participants were contacted via email to seek their expression of 
interest to participate in the study. To identify the financial decisions that formed the 
basis of the semi-structured interview, the company annual reports of the participants 
were obtained. This type of sampling is classified as purposive, this sampling aims at 
the selection of information-rich cases relevant to the research question (NHMRC 
2007). This was followed by a formal telephone call to confirm an appointment time 
and location convenient to the participant. At this time the participant was advised of 
the financial decision that would be addressed in the interview. 
4.3.1: The Sample  
Purposive sampling was used to form the sample whose size was determined through 
data redundancy. NHRMC (2007) states that the rigour of a qualitative study should 
not be judged on sample size. When sampling is appropriate, the objectives and 
theoretical basis of the research should determine the size of the sample and the 
sampling strategy. According to Krosnick (1999 p. 539) the sample should be 
representative of the population with the essential component being to permit 
generalisation from a sample to a population.  An initial CEO was sought who met 
the criteria of the study, consequential interviews determined the sample size 
required dependent on the data collected. The determination was made by analysing 
each interview before subsequent interviews were conducted. The progressive 
analysis of the data after each interview reached saturation when no new data was 
found. It was at this stage that further recruitment of the participants ceased. 
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4.4: Data Collection 
The research utilised an exploratory field study employing multiple sources of data. 
These included two surveys, audio taped semi-structured interviews and the 
researcher’s journal. This multiple data collection allowed for cross verification of 
the data, also known as triangulation. 
Figure 4 illustrates the sequencing of the data collection methods and analysis which 
was undertaken in this project. 
 
Figure 4: Methodological Approach 
Each collection method in this project served a specific purpose which will be 
discussed in the order of its application in the research design. Surveys were 
administered at the time of the interview whereas the research journal was completed 
immediately after the interview was completed. 
4.4.1: Semi-structured Interview 
In a semi-structured interview the researcher schedules interviews with participants 
which form part of the population of the project. Blumberg, Cooper and Schindler 
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(2005) claim semi-structured interviews have two main objectives: first, the 
researcher wants to know the participants perspective on the issue and second they 
also want to know whether the participant can confirm insights and information that 
the researcher already knows. 
The use of semi-structured interviews allowed the researcher to test whether the 
espoused values identified in the espoused values self-ranking tool were reflected in 
the financial decisions that had been made, as well as an assessment of the leadership 
style of the CEO. 
The interview with the participant was conducted on a one-on-one basis using a 
semi-structured interview questionnaire [see Appendix 6]. The questions in the 
interview were developed using the literature and the research questions proposed in 
section 1.2: Research Question. The researcher’s use of open-ended questions in the 
interviews allowed for greater insight into the CEO values and decision-making. 
This allowed the opportunity to assess other factors that affected CEO financial 
decision-making. 
The duration of each interview was approximately 45 minutes.  With participant 
consent the interview was digitally recorded. The transcribed data was later 
presented to the participant for verification and clarification.  
4.4.2: The Espoused Values Self-ranking Tool (EVST) 
This tool was created using Rokeach’s instrumental values [see Table 1]. 
Instrumental values are the ways that people behave: modes of behaviour. Rokeach 
(1973) proposed the relationship that instrumental values describe behaviours that 
facilitate the attainment of terminal values. Rokeach (1973 p. 5) highlighted the 
importance of values because they have a direct effect on the human behaviour. He 
stated that “values directly affect behaviour in that they encourage individuals to act 
in accordance with their values”. See Section 3.3: Values and Human Behaviour for 
a further explanation of espoused values. 
At the completion of the semi-structured interview the CEO was given the EVST; a 
copy of the survey can be found in Appendix 9. The EVST comprised of three 
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columns, the first column listed Rokeach’s eighteen instrumental values in 
alphabetical order, the second column enabled the CEO to tick which of the listed 
values they advocated and the third column required the CEO to number the values 
that has been ticked in order of importance; from most important to least important. 
The selection and ranking of these values first allowed the researcher to identify the 
espoused values that the CEO advocated, and then compare these values to the 
values determined from the semi-structured interview analysis.  
4.4.3: The Moral Reasoning Inventory Survey (MRI) 
The purpose of the moral reasoning inventory survey (MRI) was to classify the 
CEO’s moral judgement into one of the six stages of moral development developed 
by Kohlberg (Appendix 3). The placement established the level of moral reasoning 
of the CEO. A level of four, five or six indicated ethical decision-making, which is 
also an element of a transformational leadership style. 
The CEO was asked to complete the MRI, which can be found in Appendix 5, after 
completing the EVST. 
According to Weber and McGivern (2010) the MRI allowed not only representation 
of a business perspective, but also enabled more than one measure to determine the 
individual’s level of moral development which affects the decision-making process.  
The intended use of the MRI was to obtain a ranking and then to compare this 
ranking of the CEO both individually and collectively in order to establish whether 
or not there were similar or opposing tendencies held by the participants which were 
employed in the same role.  
4.4.4: The Researchers’ Journal 
The purpose of the research journal was to capture extra data that was not extracted 
by the other collection methods.  
A journal was kept by the researcher to record further information ascertained 
before, during and after the interview process. The further information included 
items such as information revealed by the participant after the interview ceased, and 
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a brief biography of each CEO which provided more insight to their background, the 
size of the company, their age and gender. This information was used with the other 
collected data to present a complete picture of the research and findings from this 
project. An extract of the interview notes can be seen in Appendix 7. 
4.5: The Pilot Study 
Prior to the data collection commencing, a pilot study was conducted to ensure that 
the data collected would enable the research questions to be answered. There were 
two participants for the pilot study which met the criteria of the research project. The 
purpose of the pilot study was to assess the effectiveness of initial chosen data 
collection methods; the MRI and the semi-structured interview. Participant 1 (P1) 
was contacted via phone and asked whether she would like to participate in a pilot 
study after she had shown initial interest in the research topic at a CPA meeting 
where we were both in attendance. P1 agreed to participate and a recent financial 
decision made by P1 was chosen to be discussed. Questions specifically relating to 
the financial decision were asked and she also completed the MRI survey. On 
completion P1 was asked whether she considered the approach to be effective and 
what changes if any that she could recommend. It was further revealed that the CEO 
report that appeared in the annual reports was a standard form that was repeated 
annually which did not allow the espoused values of the CEO to be identified. To 
overcome this problem an espoused values self-ranking tool was created and 
completed by P1 at a later date. On completion of the first interview a research 
journal was introduced to capture extra data that was not extracted by the other 
collection methods. She was also asked if she could recommend another participant 
for the study which she did. As a result the above sequence and data collection 
methods were established for the research project. Further details regarding the 
analysis of the pilot study are discussed in Chapter 5, Section 5.2: The Pilot Study.  
4.6: Data Analysis 
For the interview and the surveys, all the participants' responses were de-identified in 
order to maintain confidentiality.  
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The data analysis process undertaken is tabulated in Table 3 on the following page. 
Steps 1-3 relate to data extracted from the semi-structured interviews. Steps 4-8 
relate to the remaining data collection tools; the MRI, EVST and Researcher’s 
Journal. 
 
Table 3: Steps in Data Collection Process 
1: Create an initial list of CEO characteristics in NVivo from the literature review 
and expand on this list from characteristics identified in the data collected from the 
interview. 
2: The displayed characteristics of each individual interview were collected and 
described. On completion the commonalities of each characteristic were 
combined. 
3: A table was created indicating the identified displayed values from the 
interview data displaying each individual CEO for the purpose of identifying 
commonalities and differences at a glance. 
4: A table was created displaying the espoused value identified by the CEO in the 
order ranked, classifying each espoused value as either moral, competent or 
neither. This information was obtained from the EVST. 
5: The results of the MRI were analysed to evaluate the moral reasoning of each 
participant and allow comparisons to the sample. 
6: Diary notes were referenced to check for inconsistencies or additional 
information. 
7: A summarised table was created combining step 2 and step 4 displaying the 
ranked espoused values, the type of that value whether moral, competent or neither 
and the displayed values of each CEO identified in the interview. 
8: The EVST for each participant were analysed to compare the moral, 
competency and nil ranking with the results of analysing the displayed values and 
the MRI. 
These steps will now be explained in detail. 
The first step was a content analysis activity on the transcribed interview data. The 
NVivo package was selected for this purpose as it allowed for the qualitative data 
presented in the interview transcripts to be categorised. For more information on this 
process refer to “The NVivo Qualitative Project Book” (Bazeley & Richards 2000).  
The data was categorised through the creation of nodes. A node in NVivo is 
representative of the CEO characteristics. The transcriptions expanded the base 
information for node identification which was initially created using the variables 
that formed the research questions together with information gathered from the 
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literature review. These were then supplemented with new nodes that arose during 
the content analysis, as is further explained below. 
A complete list of the nodes is displayed in Table 4. Each node was assigned a code, 
the code comprised of the broad category being identified first with two letters, 
followed by consecutive numbers.  
Table 4: CEO Characteristics 
Nodes   Code  Nodes   Code  
Instrumental Values Ambitious IV1 Decision making Economic DM1 
  Broadminded IV2   Legal DM2 
  Capable IV3   Moral DM3 
  Cheerful IV4 Leadership Styles Laissez-faire LS1 
  Clean IV5   Transactional LS2 
  Courageous IV6   Transformational LS3 
  Forgiving IV7 Business Attitude Negative BA1 
  Helpful IV8   Neutral BA2 
  Honest IV9   Positive BA3 
  Imaginative IV10 Finances Business FI1 
  Independent IV11   Personal FI2 
  Intellectual IV12 Risk Management Risk-averse RM1 
  Logical IV13   Risk-taker RM2 
  Loving IV14       
  Obedient IV15       
  Polite IV16       
  Responsible IV17       
  Self-controlled IV18       
The nodes in Table 4 consist of six broad categories: instrumental values, 
decision-making, leadership styles, business attitude with reference to 
decision-making, finances and risk management. The nodes created as a result of the 
literature review were: 
 the financial decision-making views referred to in Section 3.2: Financial 
Decision-making, 
 the instrumental values referred to in Section 3.3: Values and Human 
Behaviour, and 
 the leadership styles referred to in Section 3.5: Understanding Leadership.  
After transcribing the semi-structured interviews, the transcripts were imported into 
NVivo. The responses were allocated to nodes which represented the CEO 
characteristics. During the coding other CEO characteristics were extracted from the 
  39 
 
transcripts which were not included in the initial literature review, these nodes were 
categorised as business attitude with reference to decision-making, finances and risk 
management. 
Step 2: The displayed characteristics of each individual CEO were coded in NVivo 
and then exported into a Microsoft Word document. On completion of each 
individual transcript analysis the commonalities of each characteristic were 
collected, with this description being reported in Section 5.3: The Semi-Structured 
Interview.  
Step 3: A table was created indicating the identified displayed values from the 
interview data for each individual CEO, for the purpose of identifying commonalities 
and differences between CEO’s at a glance. This table can be viewed in Chapter 5, 
Table 5: Summary of Interview Nodes. The purpose of the table was to highlight that 
although many characteristics were identified from the interview data this did not 
mean that each CEO held each characteristic. 
Step 4: A table was created in Microsoft Excel displaying the results of the EVST.  
The EVST was used to identify the espoused values of the CEO and the importance 
the CEO placed on these values. The table showed the espoused value identified by 
the CEO in the order of importance and also classified each espoused value as either 
moral, competent or neither; Table 6: EVST Ranking and Results per CEO. The 
purpose of the table was to present the individual CEO rankings collectively to allow 
comparisons to be made in terms of commonalities and differences; the analysis of 
the EVST is presented in Section 5.4: The Espoused Values Self-ranking tool 
(EVST). 
Step 5: The results of the MRI were tabulated to evaluate the moral reasoning of 
each participant and allow comparisons to the sample. This tabulation can be viewed 
in Chapter 5, Table 9: Moral Reasoning Inventory Results. 
Step 6: The researcher diary notes were referred to, to check for inconsistencies or 
additional information which would enrich the findings. This analysis is presented in 
Section 5.6: The Researcher’s Journal and tabulated in Table10: Findings from 
Research Journal. 
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Step 7: A summarised table was created by combining step 2, which collated the 
displayed characteristics of each CEO, and step 4 which summarised the ranked 
espoused values and the type of that value whether moral, competent or neither. The 
purpose of combining step 2 and step 4 was to have one table which summarised all 
the data to allow commonalities and differences to be seen. This table can be viewed 
in Chapter 6, Table 11: Displayed and Espoused Values Summary. 
Step 8: The EVST for all participants was analysed to compare the moral, 
competency and nil ranking with the results of analysing the displayed values and 
the MRI.  The purpose of this analysis was to combine the data of the three 
instruments to allow for a complete picture to be constructed for the purpose of 
answering the research questions. This table can be viewed in Chapter 6, Table 14: 
Combined Occurrence of Espoused and Displayed Values.  
The analysis carried out in the above steps is reported throughout Chapter 5 and 
Chapter 6 and later discussed in Chapter 7. The study required ethical considerations 
to be addressed which are referred to in the following section. 
4.7: Ethical Considerations 
In conducting research in the area of business there are ethical considerations that 
must be considered. This research was categorised as human research due to the 
requirement of human participation. The basis of human research is the relationship 
between the researcher and the research participants. In conducting human research 
the minimum set of values that needed to be maintained were: respect for human 
beings, research merit and integrity, justice, and beneficence – help to shape that 
relationship as one of trust, mutual responsibility and ethical equality (NHMRC 
2007). 
To be able to proceed with the study certain criteria needed to be met. First the study 
required the participants to give written consent which was consistent with the 
requirements of the ethics application. Second, confidentiality and participant 
protection from any adverse repercussions as a result of their involvement needed to 
be considered (Miller & Bell 2002). This was important due to the high profile of the 
participants and the snowballing technique used to recruit the sample. The 
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participants are likely to know each other either through business dealings or 
friendships. This was addressed by de-identifying the participants in the all reports of 
the study.  
Participation in this research was on a voluntary basis. In accordance with the National 
Statement on Ethical Conduct in Human Research (2007) people who elect not to 
participate in this research project did not need to give any reason for their decision. 
Even after initially volunteering participants were entitled to withdraw from the 
research at any stage. Participants needed to be informed about any consequences of 
withdrawing from the project prior to consenting to their enrolment. Participants 
were advised that the data collected would be de-identified and that the data 
collected would be securely stored.  
This research obtained ethics approval from The University of Western Sydney 
Human Research Ethics Committee. The approval number was H9951 for the project 
‘Does values-based leadership affect financial decision-making? A study of 
Australian CEOs’. 
4.8: Limitations 
The objectives of the research were to explore, understand, interpret and examine the 
perceptions and emotions of the research participants and the findings will be 
subjective. According to Blumberg (2005) the interpretivist paradigm attempts to 
understand subjective realities and to offer interpretive explanations, which are 
meaningful for the participants of the research. This is a limitation to the 
generalizability and research finding. The data collected for this research is 
centralised on the values of the participants which will introduce a bias to the results. 
Researcher bias is also a limitation when interpreting qualitative data. As with any 
research project, the scope is bound by time, resources, relevance and availability of 
data. 
4.8.1: Bias  
To limit the effect of researcher bias in the research project the researcher should use 
a reflexive process. Reflexivity is defined by Quinlan (2011 p. 79) as a “researcher's 
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active thoughtful engagement with every aspect and development of their research, 
e.g. self-reflection, self-consciousness and self-awareness”. Pillow (2003) mooted to 
be reflexive not only contributes to producing knowledge that aids in understanding 
and gaining insight into the workings of our social world but also provides insight on 
how this knowledge is produced. The use of NVivo to review and reflect on the 
qualitative data assisted in minimising bias in the analysis, as did the keeping of the 
Researcher’s journal. 
The researcher has in excess of 20 years industry experience in accounting public 
practice. In this role the researcher encountered many CEOs, including some of the 
participants of the study. This first-hand experience of financial decisions that were 
made during the researcher’s career could potentially influence the interpretation of 
the data. In contrast the supervisors of this project have had differing or no direct 
prior experience with Australian CEOs and as a consequence can offer unbiased 
advice to the researcher and the findings.   
Due to the subjective nature of the research the researcher is aware that the 
participant may have biased views concerning values, leadership style and financial 
decision-making. The purpose of this research is to focus on the CEO perspective 
and in this respect the researcher maintained a neutral stance in order not to influence 
these perceptions. 
4.8.2: Scope of the research 
Another limitation of this research was restricting the boundaries of the research due 
to time, resources, relevance and availability of data. Those limitations necessitated 
constraining the sample size and employing the purposive and snowballing sampling 
techniques to obtain the required sample size. It was also recognised that a possible 
bias may have been introduced by the use of snowball sampling due to the high 
profile of the participants required; this was limited through the triangulation of the 
data collections employed. 
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The limitations of the research have been addressed and by using the alternatives 
discussed above the limitations will be minimised. This will allow the researcher to 
achieve credible, useful and dependable findings. 
4.9: Conclusion 
This chapter has detailed the methodological approach to the research project. The 
paradigm adopted by this research was the interpretive paradigm incorporating a 
mixed method approach, where quantitative findings from two surveys are 
supplemented with the qualitative findings gained from semi-structured interviews. 
The following chapter provides an analysis of the data collected from the research 
method explained above.  
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CHAPTER 5: Results 
5.1: Introduction 
This chapter presents the results of the data that was analysed using a range of 
qualitative and quantitative methods to answer the research questions of the study. 
Prior to commencing the main study a pilot study was completed. The results of the 
pilot study altered the methodology of the main study therefore these results will be 
presented first. Following on from the pilot study results the individual CEO results 
from the four data collection methods used in the study will be presented. The four 
data collection methods were: the semi-structured interviews, the espoused values 
self-ranking tool (EVST), the moral reasoning inventory survey (MRI), and the 
research journal.  
The semi-structured interview identified the displayed values of the CEOs whereas 
the EVST showed the values that the CEOs espoused. These two methods allowed 
for a comparison between espoused and displayed values. The MRI allowed for the 
moral reasoning level of the CEOs to be identified and to also allow comparison of 
whether the levels assessed were consistent amongst the CEOs. The research journal 
completed the individual picture of each CEO by providing further background 
information on each participant, and also gave an insight on the progress of the study 
and problems which were encountered. 
5.2: The Pilot Study 
The pilot study results will now be presented due to these results altering the 
methodology of the study. The pilot study of two participants enabled the researcher 
to assess and amend the research design and the data collection methods used. The 
first session of the pilot study commenced with the interview and the administering 
of the MRI at the completion of the interview process. The first interview with 
participant 1 (P1) lasted approximately 15 minutes.  At the completion of the 
interview P1 was given the survey to complete [see Appendix 4 for survey]. After 
initially reading the instructions and the first scenario P1 advised that she was 
confused on how to complete the survey. P1 was asked to complete the survey based 
  45 
 
on her interpretation – this initial survey was labelled version 1. The researcher then 
asked P1 which answers she wished to convey and completed the survey on behalf of 
P1 ticking the Likert scales in the relevant boxes, this was labelled version 2. On 
comparing version 1 to version 2 the responses appeared on opposite sides of the 
Likert scale which highlighted that P1 had misunderstood the instructions.  Due to 
the interpretation issues that existed in this first pilot case a meeting was convened 
with the supervisory panel to check the Likert scale applied. It was unanimously 
agreed that the survey needed to be rewritten retaining the original questions but 
rewording the directions to the participants. P1 said that she thought the 
misinterpretation was due to theorist thinking verses practitioner thinking. The 
survey was reorganised being careful to not to change the information that was 
required [see Appendix 5 for revised survey]. The survey was then readministered to 
P1. On completion of the survey P1 commented that the instructions were "clear and 
easy to follow". On comparison the responses to the completion of the initial survey 
(version 2) and the rewritten scale were the same. 
P1 of the pilot study recommended that the interview should occur first followed by 
the survey. P1 commented that if this order was not adhered to then the survey could 
potentially influence the answers to the interview questions. At the conclusion of the 
interview when P1 was asked whether she could recommend a CEO who she thought 
would participate in the study, she recommended P2. P2 was contacted via email and 
when he agreed to participate he was telephoned to organise a meeting time, and to 
also discuss the financial decision that would be addressed in the interview. 
The meeting with P2 followed the order recommended by P1; the interview followed 
by the MRI and EVST. The order recommended by P1 worked much better, 
therefore it was adopted in the main study. The interview data from the two 
participants in the pilot was transcribed into a word document. Phrases were 
allocated to nodes which consisted of the research variables. The research variables 
included; 
 Rokeach’s instrumental and terminal values; 
 the three arms of decision-making (economic, legal and moral); 
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 whether the focus was business or personal finances; 
 the outlook of the CEO (negative, neutral or positive), and 
 the leadership style displayed (Laissez-faire, Transactional,   
Transformational or a combination) 
Table 4, Section 4.6: Data Analysis, provides a complete list of the nodes used, and 
Appendix 10 provides examples of each node found.  
The first analysis was completed manually which was both time consuming and 
cumbersome. The manual coding of the data involved the use of multiple coloured 
highlighters and multiple copies of the transcript. To simplify the process the typed 
transcripts were imported into NVivo and recoded. Using NVivo enabled the coding 
of the data collected from the interviews to be filed into a logical sequence and 
enabled more efficient access to the coding. NVivo allowed the data to be allocated 
to numerous nodes which could be stored into a single file making the information 
portable. Due to the restrictions of NVivo the data could only be viewed for each 
CEO individually which did not allow the group data for each node to be viewed 
simultaneously. To allow all the data for each node to be viewed collectively the 
information was tabulated in a Microsoft Excel spreadsheet. This allowed the 
researcher to extrapolate similarities and differences between the CEOs interviewed, 
as well as perform an analysis of the individual responses. The individual responses 
were used to complete the comparison of the espoused and displayed values in 
Section 6.2: CEO Values: Espoused v’s , Table 11, whereas the combined responses 
enabled the researcher to see any similarities or differences in the values displayed. 
The data analysis from the pilot study highlighted that the espoused values of the 
CEO were not obtainable from the CEO statement within the annual report which, 
for both of the participants, was a standard form that was reproduced each financial 
year. To overcome this problem the espoused values self-ranking tool (EVST) was 
created [see Appendix 9 and refer to Section 4.4.2: The Espoused Values 
Self-ranking Tool (EVST) for a more detailed explanation of why this data collection 
method was required]. This tool was presented to the two participants of the pilot 
study at additional meetings. It was found that this tool enabled the espoused values 
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of the CEO to be identified, resulting in the tool being added to the data collection 
methods.  
Due to P1 and P2 meeting the criteria of the study both participants had their data 
included in the actual study, not just the pilot. As participants the data analysis will 
be completed with the other participants at a later stage in this chapter. However for 
the purpose of demonstrating the relevance of the pilot study a brief analysis of P2 
shows how the transcribed interview data was allocated to the relevant nodes. 
P2 is the CEO of a medium sized business. He was appointed CEO in 2007 and is 
not the founder of the company. A copy of the interview transcript appears in 
Appendix 8. P2 clearly separates his personal finances from the finances of the 
business. When looking at a financial decision he states “it’s not personal finances, 
we look at the business finances” (P2).  
Analysis using the classifications of Rokeach's values indicate that the values 
displayed by P2 incorporate both instrumental and terminal values. The instrumental 
competence value of ambition is reflected in the statement, “being in business is like 
being an elite sports person it's a challenge and some people are up to that challenge 
and some people aren't up to the challenge" (P2). The instrumental competence value 
of responsible in reflected in the statement, “you have a responsibility to the 
employees to ensure that they've a job to come back to and a responsibility to the 
customer as well too” (P2).  
The leadership qualities of P2 can be considered as transformational. As the name 
suggests P2 will try to change their employees by appealing to moral values and 
higher ideals as motivators which is evidenced in the statement, “You should never 
ask anybody to do anything that you wouldn't do yourself” (P2).  
As a result of the pilot study the data collection methods were established for the 
research study. The semi-structured interview identified the values that the CEO 
demonstrated when making financial decisions. The newly implemented EVST 
enabled the collection of the CEO espoused values due to the lack of information 
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contained in the CEO report. The updated MRI survey instrument enabled the moral 
reasoning of each CEO to be compared and contrasted.  
A journal was kept by the researcher to record further information ascertained 
before, during and after the interview process. The further information included 
items such as information revealed by the participant after the interview ceased, and 
a brief biography of each CEO which provided more insight to their background, the 
size of the company, their age and gender. 
The results of the analysis of the data from each collection method will be presented 
in the order that it was ascertained. The data was collected via the semi-structured 
interview with the participant. The participant completed the semi-structured 
interview followed by the EVST and the MRI survey. After this process was 
completed the researcher updated the research journal with other information 
discovered during this process. 
The analysis following is presented using the CEO characteristics identified during 
the data collection process. For each CEO characteristic (node) identified the 
analysis is presented in the order that the interviews were completed, P1-P10.  
The results presentation commences with the semi-structured interview. 
5.3: The Semi-Structured Interview 
The semi-structured interview was the first data collection method employed with 
each participant followed by the EVST and MRI. The reason for conducting the 
interview first was to ensure there was no unintentional influence on the participant 
by providing extra information which could be ascertained from the other collection 
methods which followed. 
The purpose of the semi-structured interview was to allow the researcher to identify 
the displayed attributes of the CEO. The displayed attributes included instrumental 
values (IV1-IV18), business attitude (BA1-BA3), decision-making focus 
(DM1-DM3), finance perspective (FI1-FI3), risk management (RM1-RM3) and 
leadership style (LS1-LS4).  
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Following are the collective attributes displayed by the CEOs as identified in the 
combined interviews. Each individual interview analysis can be found in Appendix 
11. The interviews were coded and analysed as per Section 4.6: Data Analysis. Most 
quotes were easily allocated to single attributes however some quotes were coded to 
multiple attributes. The instrumental values identified will be presented first, 
followed by the CEO’s decision-making, leadership style and business attitude, 
concluding with their attitude to risk management. 
5.3.1: Instrumental Values (IV) 
Eighteen instrumental values were used to identify human behaviour as explained in 
Section 3.3: Values and Human Behaviour. The following sections outline the data 
that was collected and used to identify each value. The values identified form the 
literature that were not displayed by any CEO in the semi –structured interviews 
were Cheerful (IV4); Clean (IV5); Courageous (IV6); and Polite (IV16). Each of the 
instrumental values have been categorised as being either competent or moral in 
nature, with the instrumental value of Self-control (IV5) displaying neither. The 
categorisation of the instrumental values were previously listed in Chapter 3, Table 
2. The importance of this categorisation will be later addressed in Section 5.4: The 
Espoused Values Self-ranking tool (EVST). In the following, the quotes presented 
are examples of those that have been used to identify the CEO attributes displayed. 
Ambitious (IV1) 
Ambitious is defined as hard-working, aspiring and is categorised as a competence 
value [see Table 1, Chapter 3]. This value was displayed by all ten interviewed 
CEOs.  
P1 felt responsible for future of the employees and aspired to continue in business 
through hard-work in the statement, “If we don't succeed it would be like abandoning 
a family member therefore you just keep on going”. 
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P2 commented that: 
Making money is a by-product of being successful. Being in business is like 
being an elite sports person it's a challenge and some people are up to that 
challenge and some people aren't up to the challenge. 
The comparison of being successful in business to an elite sports person indicates 
that this statement is about hard work and aspiration.  
P2 talked about expanding the customer base which highlighted ambition in the 
statement, “we were looking to broaden our customer base.”  
For P3 the value of ambition was reflected in the statement, “satisfaction in doing a 
job knowing he has done it and looking after his family”. While it was also presented 
in the statement, “He has this ambition to be successful, he has that persona.”  
P4 displayed ambition in the statement, “It's a challenge absolutely”. P4 showed their 
inspiration in the statement, “It's like any decision you make whether it is at a macro 
level, you make the decision and it turns out to be good you think whoa that's great”, 
and also in the statement, ” I will buy one of the brothers 51% because I always want 
control. I am a control freak”. Ambition is highlighted for P4 in the statement “I had 
meetings with their sales people and I said right this is the new way of doing business, 
either you are here or you are not here”. 
P5 displayed the value of ambition in the following statement which advocated hard 
work and aspiration: 
The main thing is to get the job done and to have the satisfaction and to be 
efficient. The thing I like to say to them always is, is this your best effort? Put it 
on your screen was that your best effort to do whatever job you do. If they don't 
do it they have themselves to answer to not me, that's the point. 
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P6 focused on hard work and achieving goals in the statements: 
Their bonus structure is that they are on an unlimited upside if they can 
attract that work. So the more revenue they bring in the greater their 
revenue. Trying to find the right balance for the business so that people 
actually improve and don't expect something to be just solved for them. 
P7 referred to ambition in terms of achieving one goal and moving onto other goals 
in the statement, “… do other things and maybe make more money doing other 
things”. “Really pursing other interests and growing”. 
P8 referred to ambition through hard work where it was stated, “we felt that we had 
good systems and procedures and we could extend those to assist other people but 
also to effectively defray some of our costs so it helped us too”. P8 also referred to 
ambition in the statement “we had this belief that we could roll out our business 
procedures and methodologies to other advisers and this person coming in and 
joining us was the first attempt at doing that”. 
P9 stated the values that the business strived for which reflected hard-working and 
aspiration, “good business practice, represented by self-discipline, by respect for the 
client, by creative freedom, by transparency and by dynamic integration of 
knowledge and experience”. 
P10 referred to ambition in the reference to employees being hardworking where it 
was stated that you need, “happy and good workers so that when good clients come 
back we can make more money”. 
The collective statements made in the interviews differed although they all 
represented ambition either through aspiration and/or hard-work. P2 displayed 
ambition through the comparison of being successful in business to being an elite 
sports person aspiring to be the best in their field whereas and P4 described being in 
business as a challenge. P1, P2, P3, P4, P5, P6, P7, P8 and P10 related ambition to 
hard-work and doing a good job. P2 and P10 implied that making a profit was an 
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indicator of ambition due to this requiring hard-work. P9 summarised ambition in the 
values that they established for being in business which encompassed both aspiration 
and hard-work. 
Broadminded (IV2)  
Broadminded is defined as open-minded and is categorised as a competence value 
[see Table 1, Chapter 3]. This value was only displayed by one of the ten CEOs 
interviewed. 
P9 displayed broadmindedness in the statement:  
We have to see the advantages of other things happening that are not strictly 
or directly related to the monetary growth in all of the components but in the 
totality of it we are leveraging off the investment decision to obtain further 
income from a different source; that’s the skill base I referred to.  
This value was further reiterated in the statement: 
I’m constantly trying to understand and get feedback from them the key 
purpose is to encourage their creative freedom and to give them 
opportunities to express themselves in line with these values.  
Broadminded was attributed to this CEO due to the encouragement to improve and 
expand the capabilities of the employees, which was not mentioned by the other 
CEOs. 
Capable (IV3)  
Capable is defined as competent, effective and is categorised as a competence value 
[see Table 1]. Capability was displayed by all of the interviewed CEOs. 
P1 demonstrated effectiveness in the ability to being able to cover expenses in the 
statement, “I am happy to turnover and pay my bills”.  
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P2 demonstrated capability in the statement, “Looking at the existing management 
level to see how they fit into the existing culture that we have and just seeing what their 
abilities are”.  
P3 displayed the value of capability in the statement, “They know what they are 
expected to do and that's to do the job and make sure that they do a good job”, 
which indicated that P3 considers the employees competent. P3 also referred to 
being capable as mandatory in the statement “we are there to do a job and finish it 
whether we make money or not”. 
P4 demonstrated capability in numerous statements: 
I think they knew that it was going to be different and it was going to work 
because it's a different style. The person that was there before me, poor bugger 
nice fellow but he did not give them any direction in that sense. 
P4 gave the employees a direction, which indicated striving for effectiveness. “It's like 
any decision you make whether it is at a macro level, you make the decision and it 
turns out to be good you think whoa that's great”. An action leading to a positive 
outcome indicated efficiency and competency. “I knew it was going to work because I 
wouldn't have invested my personal money if I thought it was going to be a dog.” 
Although this statement may be viewed as egotistical it also highlighted efficiency and 
competency. 
P5 demonstrated capability in the statement, “The main thing is to get the job done 
and to have the satisfaction and to be efficient”.  
P6 believed that effectiveness was reflected in the increase of revenue generation and 
the overall improvement in an employee’s performance which was displayed in the 
statements, “So the more revenue they bring in the greater their revenue is”. “Trying 
to find the right balance for the business so that people actually improve and don't 
expect something to be just solved for them”.  
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P7 displayed capability in the statement, “I get a thrill when that phone rings, I get a 
thrill when I get a new client. I love the idea of looking at figures. It just gives you a 
buzz”. New clients generated more revenue and P7 was competent in this outcome 
which gave P7 a thrill. 
P8 strived for competency and effectiveness which demonstrated capability in the 
statements: 
I just wanted to make sure that wherever I could that I would help people to 
be in a better financial position than they otherwise would be if they hadn’t 
met me. 
This is also reflected in the statement, “….we always have to do what is best for our 
client, that the client definitely comes first”.  
P9 demonstrated capability in the statement: 
We are actually making decisions that balance or optimise the people that 
are going to contribute to activities that go into that investment and the 
financial outcomes that may be available from that activity.  
The reference to balance or optimise people highlighted the striving for competency 
and efficiency. 
P10 refers to the employees as being capable in the statement, “They [the employees] 
are extremely bright and the clients love them”. 
Of the eighteen instrumental values that may have been displayed capability was 
amongst only four values which were displayed by all participants. The statements 
made in the interviews encompassed either competency or efficiency. P2 and P7 
displayed competency in considering the culture of the organization when making a 
financial decision. P8 was competent in the decision to ensure that the needs of the 
clients were paramount. P1, P4 and P7 displayed efficiency in being able to meet the 
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financial costs of running a business. P3, P4, P5, P9 and P10 were competent in 
optimising resources to complete the tasks required.  
Forgiving (IV7)  
Forgiving is defined as a willingness to pardon others and is categorised as a moral 
value [see Table 1, Chapter 3]. Only three of the ten CEOs interviewed displayed this 
value in the responses given. 
P2 displayed a willingness to pardon in the statement “I guess in a way he was 
probably doing what he thought was the right thing.” In the statement P2 was finding 
excuses or trying to justify the decisions that an employee made. 
P8 displayed forgiveness by not holding resentment which was displayed in the 
statement, “It has actually worked out better for him than it has worked out for us but 
that’s fine, there’s no problems there”. In the statement P8 was pardoning the 
unexpected benefit acquired by the other party. 
P9 offered training as a solution which indicated the willingness to pardon others if 
an employee needed to improve a skillset: 
Training is another extremely important component and as employees come 
off each job they recognise that there is a skillset that they would benefit from, 
or I would recognise that there is a skillset or an improvement to the skillset 
that they would benefit from. 
The three CEOs interviewed indicate the value of forgiveness differently. The 
willingness to pardon was displayed by P2 in the ability to excuse wrongful actions 
made by the employee whilst P8 did not resent a decision that worked out favourably 
to an employee rather than the organization. P9 offered training to all employees to 
improve skillsets that may be lacking, which provided an overall improvement rather 
than punishing the employees for any shortfalls. 
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Helpful (IV8)  
Helpful is defined as working for the welfare of others and is categorised as a moral 
value [see Table 1, Chapter 3]. Seven of the ten CEOs interviewed displayed this 
attribute. 
P1 displayed the value of helpfulness because even though P1 felt abandoned which 
was recognised in the statement, “we feel like we have been abandoned by the 
government, by big business basically by everyone”. P1 was still committed to the 
welfare of the employees in the statement, “The most important thing is being able to 
pay wages to people that I have committed to employ”. 
P2 was working for the welfare of others which was displayed in the statements “you 
have a responsibility to employees to ensure they’ve a job to come back to and a 
responsibility to the customer as well too”. In reference to customers P2 further stated, 
“You’re about making their life hopefully their life better”. 
P3 implied helpfulness when referring to the wellbeing of the employees in the 
statement, “making sure the people that you are doing business with are happy as well 
so that you have a good working environment”.  
P6 referred to the value of helpfulness when referring to hiring family members: 
The main thing is to provide some education and training and hopefully that 
education and training will be beneficial to the company in the long term or 
if not at least to themselves in their future life.  
P7 referred to focussing on the welfare of others in the statement: 
I have a very caring and loving relationship they are with me normally (some 
of them die) for 20 years, 18 years until they can’t work anymore. I make it 
interesting and worthwhile for them. 
 
P8 referred to the welfare of others in the statement: 
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…we always have to do what is best for our client, that the client definitely 
comes first. That we care for our clients we put our clients, this might almost 
sound wrong but we basically put our client’s wellbeing above our own. 
P9 displayed the value of helpfulness in the statement, “you are trying to help that 
person reduce their inefficiency in their private space”. The focus of the welfare of 
others was also highlight in the statements, “you can present means by which people 
can take responsibility for their own life”, and, “you are looking to create some sort 
of improved potential for people”. 
The focus on the welfare of others was demonstrated by the CEOs in the above 
statements. In particular P1and P2 prioritised the paying of wages to employees as 
the most important aspect of being in business. P2 and P8 cared about the welfare of 
the customers and was focused on making their life easier. P3 and P7 ensured that 
the employees had a happy work environment. Whereas P6 and P9 provided 
education and training to employees. 
Honest (IV9)   
Honest is defined as sincere, truthful and is categorised as a moral value [see Table 1, 
Chapter 3]. Eight of the ten CEOs interviewed displayed this attribute. 
P1 was sincere in the statement: 
I feel our government doesn't help us the people in between we have two scales 
the employee and big business, the people in between are disappearing. 
Honesty was also reflected in the statement, “I never walk away from a debt”.  
P2 displayed honestly by openly admitting that an acquisition was the wrong decision 
in the statement: 
It was a poor decision when we acquired the business or when we purchased 
the business we made a decision that we thought was a good decision at the 
time by keeping a person on that was basically running the business and that 
proved to be a poor decision in the end. 
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P3 was truthful and sincere in the statement, “We just haven’t been able to catch up 
with the cash flow”. 
P4 displayed honesty in the following statements, “I knew it was going to work 
because I wouldn't have invested my personal money if I thought it was going to be a 
dog”. When P4 was asked what was the purpose of the financial decision the response 
was “purely monetary gains” which was truthful and sincere.  
P5 openly admitted that there was an expectation that when the employees were given 
flexibility for their family life, for them to give additional time back in lieu which 
displayed sincerity and truthfulness in the statement, “I only expect them not to take 
advantage of the flexibility and they should also give back additional effort”.  
P6 was sincere and truthful when referring to consequences of actions in the 
statement: 
We need to be aware that you can't have too many mistakes and the mistake 
can't be too bad, so it is trying to find the right balance for the business so 
that people actually improve and don't expect something to be just solved for 
them. 
P7 truthfully and sincerely stated that, “I expect respect as I treat them I expect to be 
treated myself”. 
P8 honestly admitted in reference to the new merger that the reason it occurred was 
more beneficial to the other party in the statement, “I don’t want to be nasty but I think 
he got to a point in his career where it was a little bit too hard.” Honesty was also 
displayed in the statement, “…in my humble opinion most financial planners don’t 
actually do the right thing by their clients.” Honesty was also identified when P8 was 
asked why the financial decision was made and the response was, “…we thought we 
could make some money out of it”. 
P9 honestly admitted that if an employee could not adopt the values of the company 
then that employee needed to leave, in the statement, “…the right outcome is to 
accelerate that to a point where we depart”. 
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The CEOs displayed the value of honesty in different ways. P1 declared their 
disillusionment in the government, P2 stated that a business decision made was poor, 
whereas, P3 openly admitted that cash flow was down. P4 and P8 declared that their 
motivation for being in business was making money. Whereas P5, P6, P7 and P10 
openly admitted that there were consequences for actions.  
Imaginative (IV10) 
Imaginative is defined as daring, creative and is categorised as a competence value 
[see Table 1, Chapter 3]. Four of the ten CEOs interviewed displayed this value. 
P5 recalled imagination in the actions of the employees in the statement: 
We have a lot of discussions about what they prefer to do and there were times 
when bonuses were small and they preferred to pool the bonuses together and 
have a company holiday. I was saying you should take your bonuses and do 
whatever you like but they chose to have company holidays. 
P6 displayed imagination in the statement, “their bonus structure is that they are on 
an unlimited upside if they can attract that work”. Imagination was also required 
with creating “social activities where people can bond with each other, and feel that 
work is more than just work.”  
P8 displayed imagination in the statement: 
If we go back 18 months ago we had this belief that we could roll out our 
business procedures and methodologies to other advisers and this person 
coming in and joining us was the first attempt at doing that. 
P8 displayed creativity in believing that the model could be used by other people in the 
statement, “…extend our model to other people”.  
P9 displayed imagination in the statement: 
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I’m constantly trying to understand and get feedback from them [the 
employees] the key purpose is to encourage their creative freedom and to 
give them opportunities to express themselves in line with these values.  
The value of imagination was highlighted by P5 through the action of the employees, 
whereas P6 incorporated social activities to improve working relationships. P8 
focused on marketing their developed business practices to other businesses. P9 
focused on encouraging the employee’s creative freedom and giving them 
opportunities to express themselves. 
Independent (IV11)  
Independent is defined as self-reliant, self-sufficient and is categorised as a competent 
value [see Table 1, Chapter 3]. Seven of the ten CEOs interviewed displayed this 
value. 
P1 displayed independence in the statement, “we feel like we have been abandoned by 
the government, by big business basically by everyone”, this statement indicated that 
the CEO had no choice but to be independent. This independence was further evident 
in the statement “I feel that we are at the end of the line and that we get, basically 
screwed over by everyone” and “If I am feeling comfortable personally in a financial 
situation I can say well okay I can cover this if this goes wrong”. 
P2 demonstrated the value of independence in the statement, “we look to ensure that 
we have got total control”. 
P3 demonstrated independence by declaring that they were responsible for bringing 
the work in, in the statement, “Now that we are bringing work in”.  
P4 continually displayed independence in the statements: 
I will buy one of the brothers 51% because I always want control. I am a 
control freak. I had meetings with their sales people and I said right this is the 
new way of doing business, either you are here or you are not here. I was 
brutal. I said listen this is a new way of doing business. I knew it was going to 
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work because I wouldn't have invested my personal money if I thought it was 
going to be a dog. 
P6 demonstrated the value of independence in the statement: 
So there has to be that flexible work arrangement where they need to have 
the tools and resources so they can work wherever they need to be or work 
from home.  
P8 demonstrated the value of independence in the statement: 
I think that ultimately a profit share arrangement will work really well for 
our people because it does motivate them to take that extra step and do that 
little bit more and to get work done in a timely manner and get things done 
efficiently. 
P9 demonstrated the value of independence in the statement: 
They become a team member where they can second guess what I am 
thinking and I have the ability to second guess what they are thinking so that 
we are able to work as a whole at times, as well as individuals. 
This statement highlighted self-sufficiency as well as team work. 
Independence was largely evident in the concept of control.  Control is seen in P1 in 
the ability by P1 to stay in business although they believed the government was not 
supportive, while P2 and P4 clearly stated they ensure that they have control. P3 was 
in control by having the ability to bring in new revenue. P6 maintained control by 
bringing in flexible work arrangements, whereas, P8 maintained control by 
introducing profit sharing. P9 differed in their approach opting to ensure that the 
employees were self-sufficient by treating them as equals. 
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Intellectual (IV12)  
Intellectual is defined as intelligent, reflective and is categorised as a competent value 
[see Table 1, Chapter 3]. Fifty percent of the CEOs interviewed displayed this value. 
P1 was reflective in the statement, “I feel our government doesn't help us the people in 
between we have two scales the employee and big business, the people in between are 
disappearing”. 
P2 was reflective in the statements: 
It was a poor decision when we acquired the business. Intelligence was 
highlighted in the statement, I mean if the customers feel that you’re in 
financial hardship then they are likely to sense that and potentially move the 
business way. 
P4 was reflective in the statement, “it adds value to the whole group of businesses 
that's fantastic, that's really satisfying”. Intelligence was demonstrated in the 
statement, “How can you control something if you don't know what the result is?”  
P8 was reflective in the statement: 
If we can do this, if we can run this then this can almost be a separate 
business, a practice support type of business and that's still not 100% 
necessarily off the table but that was the thought process behind it. 
P9 was reflective in the statement: 
What we are looking for is the opportunity to improve activities that the 
company can engage in not just through money but through the skills of the 
members who engage in that. 
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Reflection was also evident in the statement, “if we were to continue together it 
would be a drain on both parties and it would be contrary to the aim of the 
business”. 
The CEO statements which were categorised as intellectual displayed reflectivity. P1 
reflected on the actions of the government whereas P2 reflected on a poor business 
decision made. P2, P4, P8 and P9 reflected on the consequences of actions made.  
Logical (IV13)  
Logical is defined as consistent, rational and is categorised as a competent value [see 
Table 1, Chapter 3]. All CEOs interviewed displayed logic. 
P1 demonstrated rationality in the statement,  
People seem to be working on unrealistic figures that we can't justify. We can't 
cover our costs. If we pay them what they want the profit margin is just not 
there. 
Rationality was also displayed in the statement, “we would try to be competitive”. P1 
further stated, 
There is still a fundamental lack of confidence. Since we've started work we've 
seen so many Australian companies go offshore completely, that is we never 
see that customer again. So how can you have confidence?  
P2 demonstrated logic in many aspects of the business which was reflected in the 
statement: 
We have a lot of customers but had one major customer, so in this day and age 
too many eggs in one basket so to speak so we were looking to broaden our 
customer base.  
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Logic was also present in the running of the business, this was demonstrated in the 
comment, “We basically will set out a budget and a plan, a project plan of what we 
do”. This logic is further evident in the statements:  
It needs to be sustainable. If time goes bad or if anything's bad we need to look 
at both the positives and the negatives to ensure that the decision when you 
make to purchase another business that it is sustainable. You need to find that 
balance that works that works across the board. 
P3 demonstrated logic in the statement, “we would increase the overdraft and 
hopefully that will in turn increase the cash flow”.  
P4 demonstrated logic in the statements:  
When you are under 60 (million) the big chaps are not interested at all. How 
can you control something if you don't know what the result is? I think they 
knew that it was going to be different and it was going to work because it's a 
different style. 
P5 demonstrated logic in the following statement when referring to the impact on 
employees of hiring new key personnel: 
…basically can this company cope with the person that is going to be here five 
days a week and we felt his character and the way he looks at things is quite 
similar to us and it should be easily assimilated into the team which is 
important. 
P6 demonstrated logic in the statement we are “making it as easy as possible for them 
to do their work so that they can actually generate the revenue”. Logic was also 
present in the providing of a virtual secretary in the statement, “providing a virtual 
secretary/receptionist for phone calls so that they are not being bothered by them 
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when they are with a client”. P6 referred to the premise on how a rewards system 
should be facilitated and logically stated, 
Any reward needs to be regular, like regular discussions and emails are 
important but also the social activities if done regularly make a big 
difference because it keeps in the forefront of everyone's mind that you do 
appreciate what they do. 
P7 displayed logic by recognising that they needed to keep up otherwise they would 
fall behind in the statement, “Mainly growing the business and keeping up with the 
times”. 
P8 demonstrated logic in many aspects of the business which was reflected in the 
statements: 
…it was about the fit of the person, lowering the costs, not rocking the boat, 
not changing the working environment. I just wanted to make sure that 
wherever I could that I would help people to be in a better financial position 
than they otherwise would be if they hadn’t met me.  
P8 also referred to the method used to remunerate employees which also indicated 
logic in the statement, “[we use] 360° reviews and morale surveys and those sorts of 
things have an impact on bonuses and how people are paid”. 
P9 demonstrated logic in many aspects of the business. Logic was present in the 
statement, “It is in the long term because you can always find a pathway that leads 
back to money in some shape or form”. The statement, “Good business practice, 
represented by self-discipline, by respect for the client, by creative freedom, by 
transparency and by dynamic integration of knowledge and experience”, also 
highlighted logic which was the premise for the initial setup of the business.  
P10 was logical in the following statement, “they want to have their say in making 
decisions but they haven’t earned the right in my opinion.” P10 indicates that the 
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employees don’t have a right due to their lack of experience as well as them not 
having a financial burden in respect to the running of the business. 
The collective statements made in the interviews differed although they all 
represented logic through either consistency or rationality. Rationality was displayed 
by P1, P2, P3, P6 and P8 in terms of costings. P2 was also rational by expanding the 
customer base and P4 focused on the facts. P5, P8 and P9 considered the impact on 
the organizational culture when hiring new employees. P6 understood the 
importance of not having his employees interrupted during meetings while P7 and P9 
considered the changing environment in making financial decisions. P10 was logical 
in stating that employees should not be allowed to make the decisions regarding the 
operations of the business; that decision was reserved for the shareholders and 
management.  
Loving (IV14)  
Loving is defined as affectionate, tender and is a moral value [see Table 1, Chapter 
3]. This value was only displayed by one CEO. 
P7 displayed affection in the statement “I have to nurture them and make sure that 
they are happy.”  
The reference to nurturing the employees implied a loving nature. 
Obedient (IV15)  
Obedient is defined as being dutiful and respectful and is a moral value [see Table 1, 
Chapter 3]. This value was displayed by two of the ten CEOs interviewed.  
P2 displayed dutifulness in the statement “I try to lead by example”, in reference to 
the employees.  
P9 was adamant that if the employee was not obedient then there were consequences 
in the statement, “They either embrace it or they don’t embrace it. If they don’t 
embrace it, the right outcome is to accelerate the point where we depart, we 
separate”.  
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P2 was respectful is stating that he would not require an employee to do anything that 
he is not prepared to do himself.  P9 refers to obedience in the context of the 
employees not in reference to personal attributes where it is clearly stated that if an 
employee is not prepared to follow the values of the organization then there is no place 
for that employee in the organization. 
Responsible (IV17) 
Responsible is defined as dependable, reliable and is categorised as a competence 
value [see Table 1, Chapter 3]. Responsibility was displayed by all participants. 
P1 showed responsibility in the statements, “My reckoning is that if we keep our 
business small and try and keep our costs under control and that doesn't include 
expanding then we will survive”. Responsibility was also at the core of the statement, 
“The most important thing is being able to pay wages to people that I have committed 
to employ and being able to pay my bills; never walking away from a debt”. 
P2 demonstrated responsibility in all of the following statements, “It was a way of 
investing not only in our future but in all of the employee's future”. The value of 
responsibility encompasses both the employees and the customers displayed in the 
statement: 
You have a responsibility to the employees to ensure that they've a job to come 
back to and a responsibility to the customer as well too. It's a delicate balance 
sometimes looking after a large number of employees along with a large 
number of customers as well too. You need to find that balance that works 
across the board. 
P3 demonstrated responsibility in the statements, “Making sure the people that you 
are doing business with are happy as well so that you have a good working 
environment”.  Responsibility was also highlighted in the statement, “we are there 
to do a job and finish it whether we make money or not they know you are going to 
finish it”. There was a limited responsibility to the employees which was evident in 
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the statement, “You try and look after your employees but in the end if you are not 
making money then there is no use in continuing just because of your employees”. 
This statement indicated that the business needed to be profitable to continue not just 
continue to keep people employed. 
P4 demonstrated responsibility in the statement, “I knew it was going to work because 
I wouldn't have invested my personal money if I thought it was going to be a dog”.  
P5 demonstrated responsibility in all of the following statements, “Well the first thing 
is to see whether it is a win-win situation for all the parties involved”.  Responsibility 
to ensuring the business was profitable was reflected in the statement, 
Money is a big factor because there is no point doing something that is going 
to send you broke, but if the money stacks up in the first place and then the 
second thing then is will it stack up against the working environment; the 
relationship of people who are actually here.  
P6 demonstrated responsibility in the statement, “making it as easy as possible for 
them to do their work so that they can actually generate the revenue”. 
P7 demonstrated the understanding of responsibility in the reasoning of why the new 
employee was appointed in the statement, “she is very trustworthy, reliable and easy 
going and there was also a little bit of friction from the other members of the family 
because they wanted the role”. P7’s responsibility was displayed with reference to 
employees in the statement, “I have to nurture them and make sure that they are 
happy”. This statement implies responsibility to ensure that the job gets done.  
P8 demonstrated responsibility in all of the following statements: 
The predominant concern we have is that we don't want to change the culture 
of the business. We want to make sure that whatever we do doesn't have 
negative impacts on the way that people perceive their roles and then we 
work through the financial aspects. 
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When referring to the financial decision made P8 also demonstrated responsibility, 
“it was about the fit of the person, lowering the costs, not rocking the boat, not 
changing the working environment.” A responsibility to the client was reflected in 
the statement: 
…we always have to do what is best for our client, that the client definitely 
comes first. That we care for our clients we put our clients, this might almost 
sound wrong but we basically put our client’s wellbeing above our own. 
P9 demonstrated responsibility in the statement, “It [maintaining a positive financial 
position] is a means of keeping a boundary around possibly straying away from 
goals that are set”. This statement represents being responsible for the company 
achieving its financial objectives of ensuring a profit.  
P10 demonstrated responsibility in the following statement, “I am the one taking all 
the risks.” 
All the CEOs interviewed displayed the value of responsibility either through 
reliability or dependability. P1, P3, P4, P5 and P8 referred to keeping costs under 
control. P2 referred to investing in the employee’s future which indicated long term 
planning. P3, P6, P7 and P8 focused on a happy working environment. P7 also 
focused on important employee traits when hiring, other than qualifications. P9 
focused on always keeping the end goal in mind and ensuring that this is achieved. 
P10 specifically referred to taking all of the financial risks in the business due to 
them being the major shareholder. 
Self-controlled (IV18)  
Self-controlled is defined as self-disciplined and is categorised as neither a moral or 
competent value [see Table 1, Chapter 3]. One CEO interviewed displayed this value. 
P9 demonstrated self-control in the values P9 established for the company. P9 stated 
that the company values were, “good business practice, represented by 
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self-discipline, by respect for the client, by creative freedom, by transparency and by 
dynamic integration of knowledge and experience.”  
During the interview P9 reiterated the importance of ensuring that all employees 
followed the established company values. 
5.3.2: Decision-making (DM) 
Financial decision-making has be defined as choosing a course of action affecting 
the financial performance of the organization. As previously discussed in Section 
3.2: Financial Decision-making, decision-making in business should involve an 
integration of three points of view: the economic, the legal and the moral. The three 
points of view have been labelled as DM1, DM2 and DM3 respectively, and will 
now be presented. 
Economic (DM1) 
Carroll (2007) stated that within the economic point of view that a business has the 
responsibility to produce goods and services that society wants and to sell them at a 
profit [see Section 3.2: Financial Decision-making]. Hence a business should 
produce goods or services with the greatest efficiency. All of the CEOs interviewed 
supported the economic view of decision-making. 
P1 was focused on ensuring financial security with the greatest efficiency which was 
reflected in the statement, “My reckoning is that if we keep our business small and try 
and keep our costs under control and that doesn't include expanding then we will 
survive”. This focus was further reiterated with P1 being concerned with ensuring that 
all outstanding accounts were paid in the statement: 
The most important thing is being able to pay wages to people that I have 
committed to employ and being able to pay my bills; never walking away from 
a debt. 
P2 clearly stated that their motivation for being in business was to make money and to 
be the best at this. This was shown in the statements, “The whole reason for being in 
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business is to make money” and “Making money is a by-product of being successful. 
Being in business is like being an elite sports person it's a challenge and some 
people are up to that challenge and some people aren't up to the challenge”. 
P3 stated that the motivation for being in business was to make money. When asked 
why P3 went into business the response was, “To see if we could make more money 
and freedom of choice”. 
P4 stated that their motivation for being in business was to make money and to be the 
best at this. This was shown in the statements, “Purely monetary gains.” “At the 
moment it is the bottom line and the revenue, both”.  
P5 clearly stated that their motivation for being in business was to make money. This 
was shown in the statements, “Well the first thing is to see whether it is a win-win 
situation for all the parties involved”. Money was also seen as the primary focus in 
the statement: 
Money is a big factor because there is no point doing something that is going 
to send you broke, but if the money stacks up in the first place and then the 
second thing then is will it stack up against the working environment; the 
relationship of people who are actually here. 
P6 stated that their motivation for being in business was to make money. In reference 
to hiring new staff members P6 stated “the financial implications of employing them 
and what the costs to the company is going to be compared to the return”.  
P7 stated that their motivation for being in business was to make money. P7 referred to 
“mainly growing the business and keeping up with the times”.  
P8 stated that their motivation for being in business was to save money. This was 
shown in the statements, “… to effectively defray some of our costs” and “ … we work 
through the financial aspects of it and try and figure out what the costs will be, how 
much money we need to recoup, if it is going to be profitable or not”.  
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P9 stated that their motivation for being in business was “to achieve some monetary 
outcome”. “The ultimate goal is an optimised position between receiving an 
acceptable return on the funds and the ability to leverage of that money”. 
P10 stated that their motivation for being in business was to make money. This was 
shown in the statement, “we can make more money”.  
The economic view of decision-making was displayed by all the CEOs that were 
interviewed. Each CEO demonstrated that their focus was to make a profit and to 
ensure that the business was financial sustainable. 
Legal (DM2) 
Carroll (1979) states that the legal point of view is the laying down of the ground 
rules by society which are the laws and regulations under which a business is 
expected to operate within, this is the framework which economic activity is 
conducted in [see Section 3.2: Financial Decision-making]. Four of the CEOs 
interviewed demonstrated support for the legal view of decision making. 
P1 was concerned that the employees were looked after in terms of being paid for the 
work that has been completed which is a legal obligation, this was reflected in the 
statement, “The most important thing is being able to pay wages”. Even though P1 
refers to the employees as more than just a means of earning revenue in the statement, 
“the employee becomes like family. If we don’t succeed it would be like abandoning a 
family member therefore you just keep going”. This statement is not supported 
through the interview with the emphasis being on being able to pay the employees, the 
focus is not on working conditions or future development. 
P6 referred to the legal aspect of being in business in the statement “if we employ 
them we are liable, as an employee we can’t terminate them”.  
P9 referred to the legal perspective when making financial decisions which was 
evident in the statement, “fiduciary duties that you need to consider when you’re 
investing, any legal position that might be required to consider.” 
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P10 also considered the legal perspective in financial decision-making with reference 
to using the business leasing agreement and breaches in the statement, “there was a 
clause in the leasing agreement stating that if it was unfit for occupation we don’t 
have to pay for it”. 
The legal view of decision-making was addressed by P1 and P6 with reference to 
employment contracts. P9 addressed this view in terms of having a legal duty to 
work in the interest of other people whereas P10 specifically addressed contract law. 
Moral (DM3) 
Boatright (2007) emphasises that the moral point of view is doing 'what is right' [see 
Section 3.2: Financial Decision-making]. Rest's (1986) expanded view of moral 
decision-making involves four basic components - identifying the moral nature of an 
issue, making a moral judgement, establishing moral intent, and engaging in moral 
action. The moral view of decision-making was displayed by five of the ten CEOs 
interviewed. 
P2 referred to doing what was right by showing responsibility to the employees and 
customers, to ensure that the employees had employment and that the customers 
returned by providing them with the service that they required. This was evident in the 
statement, “You have a responsibility to the employees to ensure that they've a job to 
come back to and a responsibility to the customer as well too”. 
P5 was doing what was right by showing a moral responsibility to the employees in 
their working environment by not upsetting the current work arrangement in the 
statement, “…the second thing then is will it stack up against the working 
environment; the relationship of people who are actually here”. 
P6 referred to doing the right thing by having a responsibility to family members hired 
as employees in the statement: 
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The main thing is to provide some education and training and hopefully that 
education and training will be beneficial to the company in the long term or 
if not at least to themselves in their future life.  
P7 referred to treating her subcontractors with respect and appreciation which would 
result in them growing from their association. This shows that P7 goes beyond a 
payment for services and engages in doing the ‘right thing’. This is evident in the 
statement, “I also think that if you treat them well with respect and appreciation their 
self-esteem grows and they become somebody.”  
P8 referred to doing the right thing through having a responsibility to the employees 
beyond their pay packet in the statement,” We want to make sure that whatever we do 
doesn’t have negative impacts on the way that people perceive their roles”. P8 also 
did the right thing in relation to clients which was displayed in the statement: 
…we always have to do what is best for the client, that the client definitely 
comes first. That we care for our clients …we basically put our clients’ 
wellbeing above our own. 
P9 stated that “we have to actually walk the talk to show that we can produce best 
practices, and best practice starts with the internal activities of the company”. The 
moral perspective is also evident on the statement “From my perspective leadership 
embraces a whole range of ideas that help a person grow and in helping a person 
grow and participate in the nature of the company”. 
The moral view of decision-making has been addressed as the CEO has gone beyond 
the economic view of decision-making taking into consideration scenarios that bring 
no economic benefit to their business yet improve the lives of the employees, which 
is the ‘right thing to do’. P2 wanted to ensure economic stability for the employees 
and customer satisfaction and P5 and P8 wanted to ensure a happy work 
environment. P6 wanted the employees to attain skills that would benefit them in 
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their future life beyond this business and P8 was adamant that the customer need was 
paramount even if it meant losing revenue. P7 showed a genuine want for the 
employees to grow as a result of their association with the organization. P9 clearly 
stated that he expected his employees to do the right thing and further explained that 
leadership embraced the growth of an employee and helping that employee to grow. 
5.3.3: Leadership Styles (LS) 
The four leaderships types addressed in the analysis were: Laissez-faire (LS1), 
Transactional (LS2), Transformational (LS3) and a combination of Transactional and 
Transformational (LS4) [see Section 3.5: Understanding Leadership]. A Laissez-faire 
leadership style is passive. The leader is inactive and avoids making decisions and 
shirks supervisory responsibilities. None of the CEOs interviewed displayed this 
leadership style. None of the CEOs displayed solely a transformational leadership 
style, where elements of this style were displayed elements of the transactional 
leadership were also present. These CEOs have been categorised as LS4. 
Transactional (LS2) 
Transactional leaders focus on work standards, compliance and tasks. If an employee 
does not carry out a task then consequences will apply hence the term transactional. 
All of the ten CEOs interviewed displayed this leadership style. 
The leadership style of P1 was difficult to analyse, P1 referred to the business 
decisions in the plural “we” which indicated a transformational tendency however 
when asked whether business was about making large profits P1 stated “I am happy to 
turnover and pay my bills and live in a certain way that I have been accustomed to”. 
When referring to employees even though P1 referred to them as becoming like family 
P1 focused solely on paying wages; working conditions were not discussed. This 
indicated that P1 was a transactional leader where good work was rewarded with good 
pay.  
P2 had transactional leadership tendencies which were present in the statement, “The 
whole reason for being in business is to make money”. 
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When determining the leadership style of P3 it was categorised as transactional. This 
was present in the statement, “As long as they are making me money and doing as 
they are told they will be fine”. P3 referred to the employer/employee relationship in 
the statement, “I would ask them and they would do it because of the relationship 
that we have”, which further highlighted the transactional leadership style. 
P4 displayed a transactional leadership style which was evident in the manner that 
P4 delivered ultimatums to staff. These ultimatums were displayed in the statements: 
I had meetings with their sales people and I said right this is the new way of 
doing business, either you are here or you are not here. Either we do it my way 
or you are not here and I will find new people to do it my way this is the new 
way we are going to do business. ….not just that fact that they followed 
directions, there was success. I think they knew that it was going to be different 
and it was going to work because it's a different style. The person that was 
there before me, poor bugger nice fellow but he did not give them any 
direction in that sense. 
When determining the leadership style of P5 it was transactional, P5 stated that there 
was a reward for an effort made in the statements: 
If I have my way I would give them bonuses. I always believe in sharing the 
fruit of our efforts. Everybody gets paid well. But that's not it you want them to 
feel that they belong to something and when they feel that they have an input or 
a belonging you get their loyalty, which is not something that you can't buy. 
Transactional leadership was also evident in P5’s statement,” Money is a big factor 
because there is no point doing something that is going to send you broke”. 
When determining the leadership style of P6 it would be transactional, P6 referred to 
“dedicated” as an important value for a leader to bestow. P6 stated that you needed 
to show the employees that “you are listening to them by getting rid of jobs that have 
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no value to the business at all”. In this statement the focus is still the business not 
the employee. In terms of leadership P6 stated “there is a formal bonus structure” 
which also supported the transactional leadership style. 
When determining the leadership style of P7 it would be transactional, this was 
evident in the statements “I do give them a bonus and I also think that if you treat 
them well with respect and appreciation their self-esteem grows and they become 
somebody.” A transactional leadership style focuses on financial rewards based on 
employee output which is evident in this statement. 
When determining the leadership style of P8 it would be transactional. Transactional 
leadership presented itself in: 
We do have certain key performance indicators that employees work towards. 
I think that ultimately a profit share arrangement will work really well for our 
people because it does motivate them to take that extra step and do that little 
bit more. 
However P8 referred to “our people” and “we” which could lend itself to being 
transformational, P8 also referred to the employees as a “team”.  
When determining the leadership style of P9 it would classified as transactional. 
Transactional leadership was present in the statement, “The second one is definitely 
a bonus scheme some form of financial incentive plays a role.” Training was also 
flagged as important by P9.  
When determining the leadership style of P10 it would be transactional. The 
following statements represented transactional leadership: 
Tell them they have to do it and if they don’t like it they can go. I just want to 
do make the decision tell everybody and move on. They don’t really deserve 
to have a say because they are going to get paid a salary anyway, just so that 
are happy and good workers so that when good clients come back we can 
make more money. 
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The transactional leadership style was displayed by all the participants in the study. 
The CEOs all focused on work standards and compensated employees for 
completing assigned tasks. 
Transactional and Transformational (LS4)  
Transactional leaders as previously mentioned focus on work standards, compliance 
and tasks. If an employee does not carry out a task then consequences will apply 
hence the term transactional. Transformational leaders as the name suggests try to 
change their employees by appealing to moral values and higher ideals as 
motivators. 
Following are examples of the transformational tendencies of three CEOs who were 
interviewed. The traits that indicated a transactional leadership style were recorded 
in the previous Section Transactional (LS2).  
The leadership style of P2 would be a combination of transactional and 
transformational. Transactional leadership is evident in the statement, “The whole 
reason for being in business is to make money”.  When referring to the business 
decisions P2 uses “we” and also makes the statement that, “You should never ask 
anybody to do anything that you wouldn't do yourself. If you wouldn't do it then you 
shouldn't ask anybody else to do it. It's as simple as that,” This statement would be 
considered transformational as it attempts to change the employees by asking them 
to think of others and grow as a result. 
When determining the leadership style of P7 it would be a combination of 
transactional and transformational, this was evident in the statements “I do give them 
a bonus and I also think that if you treat them well with respect and appreciation 
their self-esteem grows and they become somebody.” This statement has 
transformational tendencies as P7 tries to change the employees by treating them 
with respect and appreciation. 
P8 showed transformational tendencies when they referred to the employees as “our 
people”, “we” and “team”. These terms indicated a want to appeal for values and 
higher ideals; they were motivators instead of being ruled by self-interest. 
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For P9 transformational leadership was evident in the statements “once there is 
a meeting of the minds then there is a matter of drafting out some thoughts”. This 
statement represented the want for others input and an opportunity for growth other 
than monetary. In leading the organization P9 believed that, “we have to actually 
walk the talk to show that we can produce best practices, and best practice starts 
with the internal activities of the company.” “I firmly believe in the role model 
contribution to leadership.” P9 referred to contributions to employees other than 
monetary in the statements, “an important contribution to employees [is] aspiring to 
improve themselves” and “identifying opportunities that have some interest to the 
person is a major contribution as a leader.” When asked specifically about 
leadership P9 stated that, “From my perspective leadership embraces a whole range 
of ideas that help a person grow and in helping a person grow and participate in the 
nature of the company.” This perspective encompasses transformational leadership. 
The three participants (P2, P7 and P9) display transformational tendencies by 
referring to moral values and higher ideals. These participants refer to the employees 
as being part of a team and offer respect and future growth as outcomes rather than 
just monetary rewards. The three participants also displayed a transactional 
leadership style where the focus was on work standards, compliance and tasks. The 
CEOs further reinforced this leadership style by compensating their employees for 
the successful completion of the tasks assigned with monetary rewards. Bass and 
Steidlmeier (1999) suggest that the best leadership style is a combination of both 
transformational and transactional. 
All attributes to this point were ascertained as a result of the literature review. 
However, during the analysis of the semi-structured interview additional attributes 
arose. The new attributes, and the quotes used to identify these attributes will now be 
presented. 
5.3.4: Business Attitude (BA) 
The business attitude of the CEO during the interview was categorised to ascertain 
whether this affected the financial decision-making process.  Nine of the ten CEOs 
interviewed indicated a positive or optimistic outlook, the other CEO indicated a 
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disillusioned or negative disposition. One of the nine CEOs who indicated a positive 
business attitude also displayed tendencies of neither optimism or negativity, this 
CEO was also categorised as being neutral (BA2). 
Negative (BA1) 
P1 was disillusioned with the lack of assistance provided to business resulting in a 
negative business attitude which was displayed in the comment, “We feel like we have 
been abandoned by the government, by big business basically by everyone.” “There is 
still a fundamental lack of confidence.” 
Neutral (BA2) 
P4 was neutral in the statement, “I had meetings with their sales people and I said 
right this is the new way of doing business, either you are here or you are not here”. In 
this statement P4 was showing that either option was acceptable. 
Positive (BA3) 
A positive attitude is one that suggest an optimistic outcome, this would be evident in 
actions that strive for success. From a business economic perspective to be successful 
would be to make money, and also to stay in business.  
P2 reflected a positive attitude for being in business in the statement, “The whole 
reason for being in business is to make money.”  
P3 reflected a positive attitude for being in business in the statement, “now that we are 
bringing more work in it will improve” This statement showed that P3 wanted to stay 
in business which also showed a positive attitude, “If you pay your bills everyone will 
come back and get your goods, customer service is better when you pay your accounts 
on time”. The positiveness was present in the belief that the current situation would 
improve and the acknowledgement that if you pay your bills customers will return. 
P4 displayed a positive attitude in the statement: 
So if I buy a business and bring it across and it is making a loss and you bring 
it across your instantly can get rid of a dozen people there and instantly you 
got a successful business because you're not just doubling up on everything. 
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P5 reflects a positive attitude for being in business in the statement, “Well the first 
thing is to see whether it is a win-win situation for all the parties involved”. 
P5 is also focused on “possible succession plans”, which also supports a positive 
business attitude via an optimistic outcome. 
P6 reflects a positive attitude for being in business by striving to produce a profit as the 
end product in the statement, “have to actually produce more revenue than they get 
paid.” 
P7 reflects a positive attitude for being in business by suggesting that the business the 
optimistic position of growth in the statement, “mainly growing the business and 
keeping up with the times.” P7 also optimistically suggests that increasing marketing 
may result in making more money in the statement, “maybe make more money doing 
other things.” 
P8 reflects a positive attitude for being in business by suggesting that growing the 
business would increase the profit in the business in the statement: 
Profit wasn’t so much of a motive it was more that we could see by bringing in 
another business under our umbrella that would help us reduce our costs as 
opposed to making a profit.  
P9 reflects a positive attitude for being in business by stating the elements which form 
the basis for a successful business in the statement for being in business, “one is to 
achieve some monetary outcome and the other is to achieve some form of skill 
growth”. 
P10 reflects a positive attitude for being in business for stating the reason for being in 
business is to make more money, “….we can make more money”.  
The positive business attitude displayed by the nine CEOs was highlighted by the want 
to achieve an economic profit and to ensure that the business was financial sustainable 
and therefore successful. 
5.3.5: Finances (FI) 
The CEO can make a financial decision based on the business finances or their 
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personal finances taking precedence. Eight of the ten CEOs interviewed made 
financial decisions focussing on the business finances. Five of the ten CEOs 
interviewed focused on their personal finances. There were three of the ten CEOs 
interviewed who focused on both business and personal finances.  
The statements which indicated a business focus or a personal focus to finances 
follow.   
Business (FI1)  
P1 knew that the business could be profitable which was evident in them emphasising 
that that the business controls its costs in the statement, “keep our costs under 
control”, when referring to making a financial decision.  
P2 focused on the business finance perspective which was evident in the statement: 
The ultimate goal is obviously to be financially viable at the end of the day. 
You want to make money. The whole reason for being in business is to make 
money. 
P4 referred to a financial decision which did not have the initially desired outcome for 
the business, but explains why the decision had to be made for the growth of the 
business in the statements, “It has been a bit of a millstone around our neck”, 
“…allows us to do another one or two acquisitions because we have half of that area 
free to bring in”. “Grow the asset”.  
P5 focused on the business finances, when asked whether personal finances were 
considered in making business decisions P5 replied, “It's all about the business not 
personal”. 
P7 when asked what is considered when making a financial decision stated, “I didn’t 
need to consider my personal finances. The business had to be able to support [it] 
but no, personal finances did not come into it”. 
P8 supported a business finance perspective; this view was seen in the statement: 
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… we work through the financial aspects of it and try and figure out what the 
costs will be, how much money we need to recoup, if it is going to be profitable 
or not. 
P9 focused on the business finance perspective which was evident in the statement, 
“The ultimate goal is an optimised position between receiving an acceptable return 
on the funds and the ability to leverage of that money”. 
P10 clearly stated that the business finances come first followed by the personal 
finances in the statement, “the business comes first and then we come second”. 
When considering a business focus to finances P1, P2, P5, P7, P8, P9 and P10 referred 
to being able to cover their costs to ensure a profit and/or in the case of P4 being able 
to also expand the business. 
Personal (FI2) 
P1 was focused on personal finances in the statement, “I am not prepared to keep 
putting my personal assets on the line for something that may not work”. This 
statement showed that P1 was in a transitional stage, the focus was no longer on the 
business return but on the personal finances of the directors. 
P3 was focused on personal finances which was displayed in the statement, “When the 
business isn’t doing well it is the directors that suffer the most”. When asked whether 
P3 could keep the business and personal finances separate P3 answered “no, not 
really”.  
P4 referred to personal finances as being the priority in the statement that the business 
provides an exit strategy, “It gives me an exit strategy”. P4 knew that reliance on the 
business operations was not required which is evident in the statement, “I think I am 
well set up personally to not have to keep making decisions and not worry about how 
they will affect me personally”. 
P6 referred to personal finances when considering what will happen if the business 
was not successful. P6 stated: 
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If things don’t turn out then we as shareholders would have to put more 
equity into the company so we would need to know whether we could 
personally take on the risk. 
P6 showed no business/personal separation.  
P10 clearly believes that personal finances were at risk in the statement, “I am the 
one who has the money tied up.” 
The personal focus to finance perspective was displayed by P1, P3, P6 and P10 who 
referred mainly to risking personal wealth to stay in business. Whereas the personal 
finances perspective displayed by P4 was focused on an exit strategy to maximise 
personal wealth before retiring.  
Of the three CEOs which considered both business and personal finances P1 and P4 
are both at transitional stages of their career and are considering retirement, whereas 
P10 was the primary shareholder and was well aware that if the business was not 
profitable then the returns paid in the form of dividends would diminish. 
5.3.6: Risk Management (RM) 
There are two types of risk takers in business: risk-averse or risk-taker. According to 
Werner (2008), “an agent… is said to be risk averse if the agent prefers a 
deterministic outcome equal to the expectation of a risky outcome over that risky 
outcome (n.p.).” Therefore risk aversion is when risk is managed by reducing 
uncertainty in the decisions that are required to be made. Risk taking in business is 
when you engage in behaviour where you are aware that the potential result could be 
financial losses. All of the CEOs interviewed displayed risk-averse tendencies.  
Risk-averse (RM1) 
P1 indicated risk aversion in the statement, “I want guarantees”, with reference to 
whether the company would consider expanding their business.  
P2 made an informed decision which was sustainable when assessing risk which was 
evident in the statement: 
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If time goes bad or if anything's bad we need to look at both the positives and 
the negatives to ensure that the decision when you make to purchase another 
business that it is sustainable.  
P2 is not a risk taker or avoider, their decision-making style is balanced.  
P3 was risk averse. When asked about the increase in the overdraft and how P3 felt 
about this P3 answered, “Hopefully we won't need it too long but it is good to have 
just in case”. This reply supported that P3 was focussing on reducing uncertainty in 
being able to pay the current debts and that the overdraft would be reduced as soon 
as practical.  
P4 was risk averse. P4 reduced the uncertainty in making financial decisions in the 
statements: 
So if I buy a business and bring it across and it is making a loss and you bring 
it across your instantly can get rid of a dozen people there and instantly you 
got a successful business because you're not just doubling up on everything. 
How can you control something if you don't know what the result is? 
P5 considered profitability from a conservative stance when making financial 
decisions which was evident in the statement, “Money is a big factor because there 
is no point doing something that is going to send you broke”.  
P6 was risk–averse. Risk aversion was reflected in the hiring of employees and 
wanting certainty, where P6 stated that the “biggest issue is that they are on 
reasonably high salaries, therefore high termination costs and therefore higher 
risks”.  
P7 was risk–averse, when making a decision uncertainty was eliminated if possible 
which was shown in the statement, “when I make a financial decision I normally 
look at the figures see if I can afford it. Whether it is feasible and then I just do it”.  
P8 was risk-averse, the decision made was informed which eliminated uncertainty: 
  86 
 
There is no real additional cost. It (the financial decision) helped us to reduce 
our costs but also predominantly we thought that we could extend our model to 
other people which would be beneficial to them and would have a beneficial 
impact on us as well. 
P9 displayed risk aversion in the statement, “We intended to keep within the fund 
capability of the organization.”  
P10 referred to the business model as simple and also highlighted risk aversion by 
charging an hourly rate to clients, “Our Company provides engineering services, we 
provide advice to clients on an hourly basis. Ours is a very simple model and it works 
very easy for us”. 
 
All CEOs interviewed were risk-averse choosing to manage the risk by reducing 
uncertainty in the decisions that were required to be made. 
Following the identification of the CEO attributes the results were summarised in 
Table 5 which follows. At a glance the table shows in column one which CEO 
displayed each node listed. The cross comparison results will be discussed in 
Chapter 6. All statements that were used in assessing these nodes can be found in 
Appendix 11. 
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Table 5: Summary of Interview Nodes Displayed 
 
P1 P2 P3 P4 P5 P6 P7 P8 P9 P10 
IV1           
IV2           
IV3           
IV7           
IV8             
IV9      
 
    
IV10                
IV11             
IV12               
IV13           
IV14                 
IV15           
IV17           
IV18           
DM1           
DM2           
DM3           
LS2           
LS4                
BA1                 
BA2               
BA3           
FI1      
 
    
FI2      
 
      
RM1           
 
From the table it can be seen that some of the interview nodes were displayed by all 
the CEOs, whereas some nodes were not displayed by many and some were not 
displayed at all. First looking at the instrumental values: ambitious (IV1), capable 
(IV3), logical (IV13) and responsible (IV17) were displayed by all the CEOs, 
broadminded (IV2), obedient (IV15) and self-controlled (IV18) were only displayed 
by one CEO and IV4, IV5, IV6 and IV16 were not displayed by any CEO. The 
economic decision making view (DM1) was displayed by all the CEOs whereas the 
legal view (DM2) was only displayed by four CEOs and the moral view (DM3) was 
displayed by five CEOs. All CEOs displayed the transactional leadership style 
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(LS1), whereas only four displayed a combinational of transactional and 
transformational leadership styles (LS4). Eight of the CEOs displayed a focus on 
business finances (FI1), and five CEOs focused on personal finances (FI2) with three 
of the CEOs focussing on both. Lastly all CEOs displayed risk averse (RM1) 
tendencies.           
On the completion of the semi-structured interview the EVST was completed by the 
participant. The analysis of EVST follows. 
5.4: The Espoused Values Self-ranking tool (EVST) 
The purpose of the EVST was to illustrate the espoused values of the CEO. The 
EVST which can be viewed in Appendix 9, was given to the CEO at the end of the 
semi–structured interview. The EVST contains three columns, the first column being 
Rokeach’s eighteen instrumental values in alphabetical order, with the second 
column left blank and the CEO asked to tick the listed values they advocated and in 
the third column, also blank, required the CEO to number the values that had been 
ticked in order of importance; from most important to least important. On 
completion each EVST was labelled with the respondent’s interview code (P1-P10), 
and the information is presented on the following page in Table 6: EVST Ranking 
and Results per CEO below. The table shows the results of each participant 
(P1-P10), the first column for each participant shows the ascending order of the 
values chosen with the second column showing the classification of each espoused 
value as either moral (M), competent (C) or neither (N). This classification is 
displayed in Table 2: Modified RVS, with the significance of the three classifications 
having previously been explained in Section 3.3: Values and Human Behaviour. 
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Table 6: EVST Ranking and Results per CEO 
P1   P2   P3   P4   P5   
Logical C Honest M Helpful M Honest M Responsible C 
Self-Controlled N Capable C Honest M Responsible C Logical C 
Responsible C Helpful M Intellectual C Capable C Broadminded C 
Polite M Ambitious C Cheerful M Helpful M Polite M 
    Logical C Polite M Logical C Honest M 
    Imaginative C Logical C   
 
    
    Intellectual C Broadminded C   
 
    
    Responsible C Responsible C   
 
    
    Polite M       
 
    
    Independent C       
 
    
    Self-controlled N       
 
    
    Cheerful M       
 
    
    Clean M       
 
    
P6   P7   P8   P9   P10   
Logical C Honest M Honest M Honest M Ambitious C 
Responsible C Loving M Responsible C Forgiving M Responsible C 
Broadminded C Responsible C Imaginative C Clean  M Capable C 
Capable C Ambitious C Broadminded C Loving M Independent C 
Helpful M     Courageous M Self-Controlled N     
Honest M     Helpful M Cheerful M     
Imaginative C     Logical C Helpful M     
Intellectual C     Cheerful M Independent C     
        Ambitious C Polite M     
            Responsible C     
            Obedient  M     
            Logical C     
                    
 
From the above table it can be seen that P2 and P5 advocated twelve values each 
whereas P1, P7 and P10 only advocated 4 values each. The most frequently 
occurring value choice was responsible, advocated by 8 of the 10 participants; 
followed by logical and honest which were advocated by 7 of the 10 participants; 
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and helpful which was advocated by 5 of the 10 participants. The remaining values 
were chosen by less than 50% of the sample. Table 7 following shows a summary of 
the occurrence of each value. The values of obedient and forgiving were not 
categorised as important by any participant. However P9 ranked four moral values as 
equally important; clean, forgiving, honest and loving. 
Table 7: Occurrence of Espoused Values 
Values Espoused Values Espoused 
Ambitious 1 Imaginative 3 
Broadminded 4 Independent 1 
Capable 3 Intellectual 3 
Cheerful 3 Logical 7 
Clean 1 Loving 1 
Courageous 1 Obedient 0 
Forgiving 0 Polite 4 
Helpful 5 Responsible 8 
Honest 7 Self-controlled 2 
 
Table 8 on the following page shows every value that was ranked first, the type of 
that value whether moral (M) or competent (C) and how many of the CEOs ranked 
this value first. When observing the highest ranked value, five of the ten participants 
chose different values as being the most important. Four of the ten participants 
ranked honest as the most important value. Overall six of the ten participants ranked 
a moral value as the most important. However P9 ranked four moral values as 
equally important; clean, forgiving honest and loving.   
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Table 8: EVST Value Ranked First 
  honesty logical helpful responsible clean ambitious loving forgiving 
  M C M C M C M M 
P1 
 
             
P2                
P3 
 
             
P4                
P5 
 
             
P6 
 
             
P7                
P8                
P9             
P10 
 
             
M= moral value C= competency  
The most frequent espoused value advocated by the CEOs was responsibility, which 
is a competency based value, followed by logical and honesty, of which the former is 
competency based and the latter morally based.  When focussing on the order of 
importance sixty percent of the CEOs ranked a morally based value as the most 
important. 
At the completion of the EVST the participants were asked to complete the MRI. 
The results of the MRI follow. 
5.5: The Moral Reasoning Inventory Survey (MRI) 
The purpose of the moral reasoning survey (MRI) was to rank the moral judgement 
of the CEO into one of the six stages of moral development according to Kohlberg 
[see Appendix 3 and Section 3.4: Ethics and Moral Reasoning].  The placement 
establishes the level of moral reasoning of the CEO, with a high level indicating an 
ethical decision-making style. 
Table 9 displays the results of the MRI per participant (P1-P10). The table has been 
split to show both case scenarios adopted by Weber and McGivern (2010), that the 
participants responded to; the Evelyn and Roger scenarios. For the full case study 
refer to Appendix 4. Each case study had eight questions which are represented in 
column one. Column two addresses the level(s) of moral reasoning that the responses 
to the question represent. The participants were asked to rank their responses on two 
separate scales. The first scale (A) asked the participant to rate how strongly they 
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agreed with the reason represented in each statement for making a decision, with 
each statement to be answered independently of the previous or following statement. 
The respondent ticked a box between [0] and [10] to indicate their level of 
agreement. The scale for the response was completely disagree [0] through to 
strongly agree [10] for each statement. The second scale (I) asked the participant to 
rate how important each reason was in the decision made about what Evelyn and 
Roger should do. The scale for the response was: none, little, some, much or great.  
Table 9: Moral Reasoning Inventory Results 
Evelyn MRI   P1 P2 P3 P4 P5 P6 P7 P8 P9 P10 
                          
Q1 stage 1/2 A 1 10 1 1 1 1 1 1 1 1 
    I 1 5 5 5 2 5 5 5 1 1 
Q2 stage 1/2 A 1 1 1 2 1 1 1 1 1 1 
    I 1 1 3 4 1 5 5 3 1 1 
Q3 stage 3 A 1 1 1 10 8 1 1 1 1 1 
    I 2 1 1 5 5 1 1 1 1 2 
Q4 stage 3 A 1 1 1 10 1 1 1 3 8 1 
    I 1 1 4 5 2 1 4 4 4 1 
Q5 stage 4 A 9 10 10 10 10 10 10 4 10 9 
    I 5 5 5 5 5 5 5 3 5 5 
Q6 stage 4 A 10 10 10 10 10 10 10 6 10 10 
    I 5 5 5 5 4 5 5 4 5 5 
Q7 stage 5/6 A 10 10 10 10 10 10 10 10 10 10 
    I 5 5 5 5 5 5 5 5 5 5 
Q8 stage 5/6 A 10 10 10 5 10 10 10 10 10 10 
    I 5 5 5 3 5 5 5 5 5 5 
                          
Roger MRI   P1 P2 P3 P4 P5 P6 P7 P8 P9 P10 
                          
Q1 stage 1/2 A 1 1 6 1 1 1 1 1 1 1 
    I 1 5 3 5 1 5 5 5 1 1 
Q2 stage 1/2 A 1 1 1 1 1 1 1 1 1 1 
    I 1 5 2 5 1 1 5 2 1 1 
Q3 stage 3 A 10 10 10 8 10 10 10 7 5 10 
    I 5 5 4 4 5 5 5 4 3 5 
Q4 stage 3 A 1 1 6 1 1 1 1 1 2 1 
    I 1 5 4 5 1 5 5 2 2 1 
Q5 stage 4 A 10 10 10 10 10 10 10 8 10 10 
    I 5 5 5 5 5 5 5 4 5 5 
Q6 stage 4 A 10 10 9 10 10 10 10 1 10 10 
    I 5 5 5 5 5 5 5 4 5 5 
Q7 stage 5/6 A 10 10 9 10 6 10 10 5 10 10 
    I 5 5 4 5 3 5 5 3 5 5 
Q8 stage 5/6 A 10 10 9 10 10 10 10 8 10 10 
    I 5 5 4 5 5 5 5 4 5 5 
A = Agreed with Statement (0-10)  
I = Importance of Statement (0-5) 
      
The results show the majority of the ratings for whether the CEOs agreed with the 
reasons for the statements made by Evelyn and Roger on the ten-point applicability 
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scale at the extreme ends (0,1) and (9,10). Weber & McGivern (2010) stated that 
extreme ratings (0, 1) and (9, 10) would be atypical in the aggregated ratings data. In 
particular they state that “these extreme ends of the scale could be considered as 
lying outside the boundary of a typical range for the ratings. If the data analysis 
discovered these atypical ratings, then this finding would lend credibility to the 
effectiveness of the scale to identify similar compared to dissimilar orientations held 
by respondents to the consequences implied” (p. 154) 
The importance rating also resulted in the majority of the participants responding 
identically. Weber & McGivern (2010) , that where both ratings are “80% or higher, 
this is a clear indicator that respondents’ reasoning based on the ratings represents a 
shared orientation among those within the group and is not due to chance factors”(p. 
154). The use of this instrument solely is not comprehensive, and as a result in 
Chapter 6, the MRI will be compared to the moral instrumental values which were 
displayed in the semi-structured interview.  
At the completion of each interview the researcher updated a journal collating any 
information that was not collected by previous data collection methods. This 
information included biographical data, gender and the size of the company. The 
journal was also used by the researcher to reflect on any issues that may have arisen. 
The results of this journal follow.  
5.6: The Researcher’s Journal 
A journal was kept by the researcher to record further information gathered before, 
during and after the interview process. This further information included items such 
as additional information revealed by the participant after the recording of the 
interview ceased, and a brief biography of each CEO which provided more insight to 
their background, the size of the company, their age and gender. This information 
was used with the other collected data to present a complete picture of the research 
and findings from this project. 
A brief background of each of the ten participants compiled from the notes in the 
researcher’s journal follows. 
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Participant 1 (P1) 
P1 is female, she is the CEO of a family toolmaking business. P1 is 53 years old. She 
has held the positon of CEO since 1992. P1 has recently become a grandmother and 
now looks at the world differently. Her priorities have switched from the running of 
the business to the nurturing of her grandchildren. P1 hopes to be retiring in the not 
too distant future where she can channel all her energies into caring for her 
grandchildren. Prior to being appointed CEO, P1 worked as a legal secretary. P1 has 
no formal business qualifications.  
Participant 2 (P2) 
P2 is male, he is a CEO of a plastic moulding business. P2 is 48 years old.  He was 
appointed CEO in 2010. He is a shareholder of the company. This is not a family 
business.  
P2 started his working career as an apprentice completing the qualifications to 
become a fitter and turner. On completion of his apprenticeship he quickly worked 
his way up the corporate ladder. He was first placed in charge of his division 
ensuring the timely completion of jobs; he was still hands on with tools at this stage. 
P2 liked working with the tools but he didn’t like being an employee; he wanted an 
opportunity to be in control.  After many years of meeting deadlines P2 found an 
opportunity to become a shareholder in a privately owned plastic moulding 
company. He seized this opportunity and was appointed Operations Manager. P2 has 
expanded the company’s operations and steered the company into positive returns. In 
2010 he was appointed CEO. P2 has no formal business qualifications. 
Participant 3 (P3) 
P3 is female, and is the CEO of a family building business. P3 is 49 years old. She 
has held the position for 3 years, the position was previously held by her spouse. P3 
commenced her working career as a receptionist for a motor vehicle repair shop. In 
her mid-twenties she married and had two children, then completed an accounting 
certificate at a Technical and Further Education Institute (TAFE). Her primary 
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objective of completing an accounting certificate was to be able to undertake the 
book-keeping requirements for the family run building company. Three years ago the 
CEO of the company stepped down and P3 was appointed to this position. The 
reason behind this decision was to bring the focus of the company back to being 
liquid rather than having a CEO where the main focus was completing the job 
regardless of the cash flow implications. P3 has no professional business 
qualifications. 
Participant 4 (P4) 
P4 is male; he is the CEO of a manufacturing company. P4 is 53 years old. The 
turnover of the manufacturing company is approximately $45 million. P4 was 
appointed CEO in 1990 after serving as CFO for 3 years.  He is a shareholder of the 
company. This is not a family business. P4 is focused on preparing for his 
retirement. He holds an accounting degree and is a qualified CPA. 
Participant 5 (P5) 
P5 is female, she is the CEO of a financial advising firm. P5 is 59 years old and close 
to retiring. P5 has held the position of CEO for 17 years. This is not a family 
business. P5 has a certificate in Financial Planning but no formal business 
qualifications. 
Participant 6 (P6) 
P6 is male. He was recently promoted to the CEO of a family engineering consulting 
company. P6 is 45 years old. P6 has a certificate in Financial Planning, but no formal 
qualifications in business or engineering. He emphasised that although the main 
purpose for the business was to make profits, it was also used as a vehicle to train 
family members and teach them responsibility.  
Participant 7 (P7) 
P7 is female; she is the CEO of family owned ironing services company. P7 is 62 
years old and close to retirement. P7 has held the position of CEO for 18 years. P7 is 
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interested in making her life easier and having more leisure time, but is also 
concerned that the business that she has established remains economically viable to 
enable it to fund her retirement in the not too distant future. P7 segments her 
personal activities from her business activities. In her personal life she is a yoga 
teacher and a hypnotherapist. Prior to becoming CEO, P7 was first a teacher of 
Ballroom and Latin dancing, and then went to work for an investment company. P7 
believes that that she learned everything she needed to know about being in business 
from her previous employer at the investment company.  
Participant 8 (P8) 
P8 is male; he is the CEO of a financial advising firm. P8 is 54 years old. He has 
held the position of CEO for 19 years. This is not a family owned business.  
P8 holds a certificate in Financial Planning but has no formal business qualification. 
At 30 years of age P8 was diagnosed with a brain tumour which he was very open 
about in the interview. P8 was very disappointed about financial advice that he had 
been given prior to his diagnosis. The plan that was established for him did not take 
into account the possibility of his demise and had this brain tumour been deadly, it 
would have left his family financially distraught. This event changed P8’s outlook on 
business. P8 instructs his employees that when they are giving financial advice to 
clients, that the clients welfare is of the utmost importance and asks that unforeseen 
circumstances are factored into the financial plans, even if it means that the company 
forgoes some profit from the transactions.  
Participant 9 (P9) 
P9 is male. He is the founding CEO of a successful family engineering, consultancy 
company. P9 is 69 years old. He believes that the business exists to make profits and 
those profits should be used to benefit company employees, which are also 
shareholders. P9 implemented an arms’ length borrowing facility within the firm for 
this purpose. He said that it was time after many years of accumulating wealth in the 
company to use this, to offer company employees an opportunity to increase their 
personal wealth. Four years ago P9 had a life threatening mini stroke which changed 
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his outlook on life. He is much more comfortable with his life now and found that 
sometimes “you become more creative when you are forced to slow down which in 
turn allows you to speed up”. This has become one of his favourite sayings. He 
offers his employees many incentives but does not force his opinion on them, “they 
can buy into it or not buy into it.”  He began his working career as a qualified 
electrician.  After 26 years he returned to university to complete an engineering 
degree believing that he could help Australia to make more eco-friendly decisions 
regarding infrastructure. P9 has no professional business qualification. 
Participant 10 (P10) 
P10 is male. He is the CEO of a successful engineering consultancy company. P10 is 
62 years old. The company is not a family owned business. P10 is a degree 
graduated engineer.  P10 has no professional business qualification. 
The information from the research journal has been presented in Table 10 on the 
following page. The collective data revealed that six of the 10 CEOs were male. The 
youngest CEO interviewed was born in 1973 and the eldest was born in 1946. Five 
of the ten CEOs were born in the 1960s, four of the ten CEOs were born in 1950 or 
earlier placing them between sixty six and seventy years of age. Three of the ten 
CEOs are degree qualified, with one of the three completing an apprenticeship prior. 
Two of the ten CEOs have completed a trade. Seven of the ten CEOs have completed 
a TAFE qualification, which includes the two who completed the trade. Only one of 
the ten CEOs does not have a formal qualification, with the year 10 certificate being 
the highest level of education. Two of the ten CEOs have had a life threatening 
experience. 
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Table 10: Findings from Research Journal 
        Professional Significant  
  Gender Year Born Education Qualification Event 
P1 F 1960 H   

P2 M 1966 T    
P3 F 1965 T     
P4 M 1961 U    
P5 F 1950 T    
P6 M 1973 T    
P7 F 1947 T     
P8 M 1960 T  
P9 M 1946 U  
P10 M 1949 U    
H= High School, T= TAFE, U= University 
Using the information gathered from the research journal describing a ‘typical’ CEO 
is difficult. The information gathered indicated that gender is not a factor. The age 
variance between the youngest and oldest CEO was twenty four years, highlighting a 
vast variation in work experience and also indicating that age is also not a factor. The 
sample included CEOs at the commencement of their CEO journey and many of the 
CEOs were close to retirement. Education levels varied however only 30% of the 
CEOs had university qualifications, 60% had TAFE qualifications and only one CEO 
had high school as the highest level of education. It was also observed that the 
university qualifications are not related to the CEOs age. Significant events seem to 
be the factor that affects the CEO financial decision-making at this stage.  
It is evident that the results of the data collection methods individually made it 
difficult to answer the proposed research question. In the following chapter the data 
collected will be triangulated. The triangulation will allow for cross verification of 
the data which will provide an answer to the research question: How are the 
leadership style and values of the CEO reflected in the financial decisions made? 
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CHAPTER 6: Triangulation 
6.1: Introduction 
This chapter follows on from chapter 5 where the results of the individual data 
collection methods were presented. The four individual collection methods were: the 
semi-structured interviews, the espoused values self-ranking tool (EVST), the moral 
reasoning inventory survey (MRI), and the research journal. 
This chapter presents the triangulated results of the data that were analysed using a 
range of qualitative and quantitative methods to identify the CEO characteristics 
found in the study. The CEO values; espoused and displayed, (extrapolated from the 
semi-structured interview and the EVST) will be presented first. This will be 
followed by the CEO moral and competence values (which were established by 
combining the EVST and the moral reasoning survey). Next, the remaining CEO 
characteristics, which include their leadership style, will be presented. This chapter 
ends with a description of a ‘typical” CEO and answers the research question of how 
the leadership style and values of the CEO are reflected in the financial decisions 
that are made. 
6.2: CEO Values: Espoused v’s Displayed 
The values that were used for this study were Rokeach’s instrumental values [see 
Section 3.3: Values and Human Behaviour, for an explanation of the reasoning for 
the selection of these values]. The displayed CEO values were identified in the 
semi-structured interview (a full analysis of each value per CEO is shown in Section 
5.3.1: Instrumental Values (IV)) whereas the espoused values per CEO were 
identified by the EVST [Section 5.4: The Espoused Values Self-ranking tool 
(EVST)]. Table 11 on the following page summarises the displayed and espoused 
values of each CEO. The displayed values are listed alphabetically, whereas the 
espoused values are listed in the order that each CEO ranked them. The highlighted 
values in the table represent a value that was both displayed and espoused.  
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Table 11: : Displayed and Espoused Values Summary 
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Each value in the study has been categorised as being either competence (C), moral 
(M) or neither (N) in nature [see Section 3.3: Values and Human Behaviour]. 
‘Competence’ values have a personal rather than an interpersonal focus, and do not 
seem to be connected to morality. When a competence value is violated this leads to 
feelings of personal inadequacy and shame as opposed to feelings of guilt about 
doing the wrong thing. ‘Moral’ values refer to instrumental values which have an 
interpersonal focus which, when violated, result in feelings of guilt for not doing the 
right thing. Self-controlled has been classified as ‘Neither’, as it holds neither of the 
qualities of a competence or a moral value. 
The data collected per CEO, as shown in Table 11 above, shows many 
inconsistencies. For example while P2 espoused thirteen and displayed eight values 
they were the only CEO who espoused more than four values which were not 
displayed. P9 espoused twelve and displayed eight; P10 espoused four values and 
display three values whereas P7 was the only CEO who displayed all of the values 
that were espoused. Each CEO individually espoused and displayed differing values 
and, although the results of combining the data from the two methods can be 
extracted from Table 11, it can be more clearly seen in Table 12 following. 
Table 12: Individual CEO Results 
 
Table 12 clearly identifies the individual values that were espoused but not 
displayed. The most common espoused but not displayed values are polite (5), 
cheerful (4) and broadminded (4). Polite was difficult to assess during the interview. 
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Although the CEO may not have directly displayed this value, the CEOs interviewed 
were not rude however their responses could not be categorised as courteous or well 
mannered. 
Table 12 also indicates that most CEOs displayed values which they did not espouse, 
values that would set them apart from employees. The most commonly displayed but 
not espoused values were ambitious (5), capable (4), independent (4) and 
intellectual (4). These values are all competency values. Table 13 shows a summary 
of the group responses to both the semi-structured interview and the EVST.   
Table 13: Values Component of CEO Characteristics as a Group 
 
Semi-Structured 
Interviews EVST Comparison EVST  
CEO Characteristics 
Characteristics 
Displayed  
Espoused & 
Ranked Values 
Espoused not 
Displayed M,C,N 
Ambitious IV1    C 
Broadminded IV2    C 
Capable IV3    C 
Cheerful IV4    M 
Clean IV5    M 
Courageous IV6    M 
Forgiving IV7    M 
Helpful IV8    M 
Honest IV9    M 
Imaginative IV10    C 
Independent IV11    C 
Intellectual IV12    C 
Logical IV13    C 
Loving IV14    M 
Obedient IV15    M 
Polite IV16    M 
Responsible IV17    C 
Self-controlled IV18    N 
C = competence, M = moral, N = neither 
Column one lists the eighteen instrumental values; column two shows the values that 
were displayed as a group via the semi-structured interview; column three shows the 
values that the group espoused via the EVST. Column four shows that as a group, 
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only four of the instrumental values were espoused but not displayed; cheerful, 
clean, courageous and polite. All of these values are moral values which is indicated 
in Column five. 
Table 14 following shows the number of occurrences of each espoused and displayed 
value resulting from the semi- structured interview and the EVST data, which is not 
reflected in Table 13. 
Table 14: Combined Occurrence of Espoused and Displayed Values 
Values   Espoused Displayed Values   Espoused Displayed 
Ambitious C 1 9 Imaginative C 3 4 
Broadminded C 4 1 Independent C 1 7 
Capable C 3 10 Intellectual C 3 5 
Cheerful M 4 0 Logical C 7 10 
Clean M 1 0 Loving M 1 1 
Courageous M 1 0 Obedient M 1 1 
Forgiving M 1 3 Polite M 5 0 
Helpful M 5 6 Responsible C 8 10 
Honest M 7 7 Self-controlled N 2 1 
When focussing on occurrences some interesting patterns appear. For example, some 
values were displayed which were not widely espoused; while only one CEO 
espoused the value of ambitious, nine CEOs displayed this value; three espoused 
capable and ten displayed this value, one espoused independence and seven 
displayed it.  
Some values were espoused that were not widely displayed; broadminded espoused 
by four only displayed by one, cheerful espoused by three not displayed, and polite 
espoused by four not displayed.  
Values which were consistently espoused and displayed were honest espoused and 
displayed by seven, responsible espoused by eight displayed by ten, logical espoused 
by seven and displayed by ten and helpful espoused by five displayed by six. Each 
value has been categorised as either moral (M), competent (C) or neither (N). These 
categories will be examined in the following sections to identify any patterns or 
anomalies which may exist. The competency values will be examined first followed 
by the moral values. 
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6.3: CEO Competence Values 
Table 15: First Competency Ranked Value and Displayed 
  Competency Competency first ranked espoused Competency 
  overall first ranked  displayed displayed displayed 
P1 75%   100% 67% 
P2 62%     86% 75% 
P3 50%     50% 67% 
P4 60%     100% 100% 
P5 60%   67% 100% 
P6 75%   50% 83% 
P7 50%     100% 60% 
P8 56%     80% 78% 
P9 33%     100% 62% 
P10 100%   75% 100% 
The competency values have been summarised in Table 15 above. Column one 
identifies the CEO while columns two, three and four relate specifically to the 
EVST. Column two shows the percentage of competency values that were ranked by 
each CEO; column three identifies which of the CEOs ranked a competency value 
first; and column four identifies the CEO who displayed a competency value that 
was ranked first. Column five identified the percentage of the espoused competency 
values that were displayed, while column six shows the percentage of competency 
values displayed compared to all of the values that were displayed by the CEO. This 
data was collected from the semi-structured interview. 
In the study there were eighteen instrumental values of which forty four percent were 
competency values (8). Seventy percent of the CEOs ranked a competency value as 
the most important overall. Of this seventy percent, fifty seven percent (4/7) 
displayed all of the competency values that they espoused. When referring to only 
the displayed values in column six it can be seen that thirty percent (3/10) of the 
CEOs did not display any other value except competency values. 
As previously mentioned in Section 6.2; the competency values of ambitious and 
capable were not espoused by many CEOs; ambitious was espoused by one CEO 
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and capable was espoused by three CEOs. However both these values were 
displayed by all the participants. Competency values which were consistently 
espoused and displayed were responsible and logical. 
6.4: CEO Moral Values 
Table 16: First Moral Ranked Value and Displayed 
  moral moral first ranked espoused moral 
  overall first ranked  displayed displayed displayed 
P1 25%     0% 33% 
P2 38%   40% 25% 
P3 50%   50% 33% 
P4 40%   0% 0% 
P5 40% 
 
  0% 0% 
P6 25% 
 
  50% 17% 
P7 50%   50% 40% 
P8 44%   50% 22% 
P9 67%   50% 38% 
P10 0% 
 
  0% 0% 
Table 16 above shows an analysis of the moral values which were ranked and 
displayed by the CEOs. Column one identifies the CEO, column two, three and four 
relate specifically to the EVST. Column two shows the percentage of moral values 
that were ranked by each CEO, column three identifies which of the CEOs ranked a 
moral value first and column four identifies the CEO who displayed the moral value 
that was ranked first. Column five identifies the percentage of the espoused moral 
values that were displayed, whereas column six shows the percentage of moral 
values that were displayed by each CEO when compared to all of the values that 
were displayed. This data was collected from the semi-structured interviews. 
Of the eighteen instrumental values in the study fifty percent were moral, and forty 
five percent were competent. Due to an even distribution of each value type, it was 
expected that each CEO would rank an equal amount of each type of value. However 
this was not the case. Referring first to the occurrence of moral values, only one 
CEO (P9) ranked more moral values than competency values. Furthermore, six of 
the ten CEOs ranked a moral value as the most important. Only one of the six CEOs 
(P4) who ranked a moral value first, honest, did not display that value. None of the 
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CEOs displayed 100% of the moral values that they espoused. Column six of Table 
16 demonstrated that three CEOs did not display a moral value in the semi-structured 
interview. Also column six of Table 16 highlights that all the CEOs in the sample 
displayed less than fifty percent of the moral values. 
Combining the results of competency and moral values, seventy percent of the CEOs 
ranked more competency values than moral values. However sixty percent of the 
CEOs ranked a moral value first. Further this analysis shows that when comparing 
competency and moral values, the former is more likely to be both espoused and 
displayed. In this study P9 was the only CEO who espoused more moral than 
competency values, however overall the values that P9 displayed were sixty two 
percent competency values. All the CEOs displayed a higher percentage of 
competency values than moral values.  
6.4.1 Data Collection Methods incorporating Moral element 
The following data collected in Figure 4 below brings together the “moral 
components” of each data collection method.  
         Semi Structured Interview 
 
EVST 
   Values Moral Displayed 
 
Espoused 
   Cheerful IV4   
   Clean IV5   
   Courageous IV6   
   Forgiving IV7     MRI  

Helpful IV8   
   Honest IV9   
   Loving IV14   
   Obedient IV15   
   Polite IV16   
   Transformational LS3/LS4 
     Decision Making DM3 
     
Figure 5: Moral Components of Each Data Collection Method 
The results of the moral values displayed and espoused during the study have been 
discussed in the previous section. The moral instrumental values which were 
displayed collectively by the CEOs in the semi-structured interview are listed first. 
In Figure 5 above there were nine moral instrumental values of which five were 
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displayed. The other CEO characteristics which contained a moral component were 
transformational leadership (LS4) and moral decision making (DM3). 
Transformational leadership was displayed by four CEOs (P2, P7, P8 and P9) 
whereas moral decision making was displayed by 5 CEOs (P2, P5, P6, P8 and P9) 
with P2, P8 and P9 displaying both these characteristics. 
The analysis of the EVST showed that all moral instrumental values were espoused 
by the CEOs collectively. The MRI survey results which were presented in section 
5.5 indicated that this tool did not allow for the discrimination of the participants 
surveyed; placing each CEO at level 3-4 on Kohlberg’s moral reasoning scale. The 
use of this instrument solely was not comprehensive, and as a result the moral 
components identified from the other data collection methods were incorporated in 
the analysis.  
6.5: CEO Remaining Characteristics 
The CEO characteristics that have been developed throughout the study [see Table 4] 
consist of six broad categories: instrumental values, decision-making, leadership 
styles, business attitude with reference to decision-making, finances and risk 
management.  
The CEO characteristics were initially created using the variables that formed the 
research questions together with information gathered from the literature review. 
These CEO characteristics were further expanded as a result of the analysis of the 
transcripts from the semi-structured interviews. The characteristics created as a result 
of the literature review were, the instrumental values (IV) referred to in Section 3.3: 
Values and Human Behaviour, the financial decision-making views (DM) referred to 
in Section 3.2: Financial Decision-making, and the leadership styles (LS) referred to 
in Section 3.5: Understanding Leadership. The additional characteristics derived 
from the analysis of the semi-structured interview transcriptions were: 
 business attitude with reference to decision-making referred to in Section 
5.3.4: Business Attitude (BA), 
 finances referred to in Section 5.3.5: Finances (FI), and 
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 risk management referred to in Section 5.3.6: Risk Management (RM).  
Following in Table 17 is a list of the remaining CEO characteristics that were 
displayed in the semi structured interview. Note that two of the CEO characteristics, 
risk-taker (RM2) and Laissez-faire (LS1) were not displayed by any CEOs in the 
semi-structured interview.  
Table 17: Remaining CEO Characteristics 
Semi-Structured Interviews 
        CEO 
Characteristics   Characteristics Displayed  
Business Attitude Negative BA1 
  Neutral BA2 
  Positive BA3 
Decision Making Economic DM1 
  Legal DM2 
  Moral DM3 
Finances Business FI1 
  Personal FI2 
Risk Risk-averse RM1 
  Risk-taker RM2 
Leadership Style Laissez-faire LS1 
  Transactional LS2 
  
  
Transformational LS3 
Combination LS4 
All the CEOs interviewed displayed transactional leadership (LS2) qualities, with 
four of the ten CEOs also indicating transformational leadership (LS4) qualities. To 
be categorised as a transformational leader as opposed to a transactional leader the 
CEO should exhibit more transformational tendencies than transactional tendencies. 
None of the CEOs in this study would fit that description as each displayed more 
transactional tendencies than transformational. Of the sample, eight CEOs displayed 
a positive (BA3) business attitude, with the remaining two CEOs displaying a 
negative (BA1) and neutral (BA2) attitude. All the CEOs displayed an economic 
decision making (DM1) perspective, four displayed a legal (DM2) decision making 
perspective and five displayed a moral (DM3) decision making perspective. Only 
one CEO (P9) displayed all three decision making perspectives. 
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Triangulation of the data collection methods has allowed a picture of a CEO to be 
formed with reference to specific CEO characteristics which have been displayed, or 
in some cases not observed. For example it can be seen that the Laissez-faire 
leadership style (LS1) and the risk-taker (RM2) attribute were not seen in any CEO, 
whereas the Transactional leadership style (LS1) and economic decision making 
view (DM1) were displayed by all CEOs. Chapter 7 will further discuss the findings 
from the triangulation of the data to directly address the research questions posed for 
this study. 
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CHAPTER 7: Conclusions, Discussion and Recommendations 
This chapter will commence by addressing each research question (RQ) in turn, 
leading to an answer to the main research question: How are the leadership style and 
values of an Australian CEO reflected in the financial decisions made? This will be 
followed by the contribution made from this research to knowledge and society, in 
addition to the limitations that applied to this study and implications for future 
research. 
The answers and relevance of each sub question follow. 
RQ1: What are the displayed values of Australian CEOs?   
The displayed values of the Australian CEOs in the study were ascertained via the 
analysis of the semi-structured interviews. Initially the values in the study were 
specified as the eighteen instrumental values identified by Rokeach (1973) [see 
Chapter 3, Table 1]. These instrumental values were categorised by Weber (1990) 
into moral values, competency values or neither [see Chapter 3, Table 2]. However 
during the coding of the semi-structured interview transcripts other traits emerged 
which were not found in the initial literature review. These traits included business 
attitude with reference to decision-making; whether the finance focus was on 
personal or business assets, and risk management. The Rokeach values and these 
new traits were combined to form CEO characteristics [see Chapter 4, Table 4].  
Of the eighteen instrumental values, fourteen were displayed by more than fifty 
percent of the CEOs. The instrumental values displayed by all the CEOs were 
ambitious (IV1), capable (IV3), logical (IV13) and responsible (IV17).  All of 
these values are competency values which have a personal rather than an 
interpersonal focus. Honest (IV9) was displayed by eighty percent of the participants 
whereas helpful (IV8) and independent (IV11) were displayed by seventy percent of 
the participants and intellectual (IV12) was displayed by fifty percent. Seventy five 
percent of the most displayed values were competency values. Honest and helpful 
were the only values that were consistently displayed which were moral. Cheerful 
(IV4), clean (IV5), courageous (IV6) and polite (IV16) were not displayed by any 
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CEO. The remaining values were displayed by less than fifty percent of the 
participants.  
Most CEOs displayed values which they did not espouse; values that would set them 
apart from employees [see Chapter 6, Table 12]. The most commonly displayed but 
not espoused values were ambitious (IV1), capable (IV3), independent (IV11) and 
intellectual (IV12). These will be further discussed under research question three. 
The additional CEO characteristics found during the analysis phase: business attitude 
with reference to decision-making; whether the finance focus was on personal or 
business assets, and risk management, will now be discussed. 
The business attitude (BA) displayed by the majority of the CEOs was positive (BA3), 
highlighted by the want to achieve an economic profit and to ensure that the business 
was financially sustainable and therefore successful [see Section 5.3.4: Business 
Attitude (BA)]. One CEO displayed a negative (BA1) business attitude which can be 
attributed to their uphill battle of continuously competing with international suitors, 
while trying to keep their business trading profitably within Australia. One CEO also 
displayed neutral (BA2) tendencies in term of employees, asserting that if the 
employees didn’t succumb to his way of doing things then they were free to leave. 
Secondly, the finances (FI) characteristic was established on whether the CEO made 
the financial decision based on the business finances or their personal finances taking 
precedence [see Section 5.3.5: Finances (FI)]. Five of the ten CEOs interviewed made 
financial decisions focussing on the business (FI1) finances. When considering a 
business focus to finances they referred to being able to cover their costs to ensure a 
profit and/or being able to also expand the business. Two of the ten CEOs interviewed 
focused on their personal finances. The personal focus referred mainly to risking 
personal wealth to stay in business but also included strategies to ensure an exit 
strategy which maximised personal wealth before retiring. Three of the ten CEOs 
interviewed focused on both business and personal finances. Two of these CEOs were 
at transitional stages of their career and were considering retirement, whereas the other 
CEO was the primary shareholder and was concerned with diminishing dividend 
payments. 
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Lastly, the risk management (RM) characteristic was based on whether the CEO was 
displaying risk-averse (RM1) or risk-taking (RM2) tendencies [see Section 5.3.6: Risk 
Management (RM)]. All of the CEOs interviewed displayed risk-averse tendencies, 
choosing to manage the risk by reducing uncertainty in the decisions that were 
required to be made. 
In summary a ‘typical’ Australian CEO would display the following characteristics 
with reference to financial decision making: 
Ambition (IV1), capable (IV3), logical (IV13), responsible (IV17), honest (IV9), 
helpful (IV13), independent (IV11), intellectual (IV11), a positive business attitude 
(BA3), a focus on business finances (FI1) and be risk-averse (RM1). 
RQ2: What are the espoused values of Australian CEOs? 
The espoused values of the Australian CEOs identified in the study are the eighteen 
instrumental values identified by Rokeach (1973) [see Chapter 3, Table 1]. The 
values espoused by each CEO were identified using the EVST [see Section 4.4.2: 
The Espoused Values Self-ranking Tool (EVST)]. As such no measurement was 
made of the additional CEO characteristics found during the analysis stage of the 
study. 
The number of values espoused by each CEO varied from four to twelve [see 
Chapter 5, Table 6]. The most frequently occurring value espoused was responsible 
(IV17), advocated by eight of the ten participants; followed by logical (IV13) and 
honest (IV9) which were advocated by seven of the ten participants; and helpful 
(IV8) which was advocated by five of the ten participants. The values of obedient 
and forgiving were not categorised as important by any participant [see Chapter 5, 
Table 7].  
When observing the highest ranked value, five of the ten participants chose different 
values as being the most important. Four of the ten participants ranked honest (IV9) 
as the most important value. Overall six of the ten participants ranked a moral value 
as the most important. An anomaly was P9 who ranked four moral values as equally 
important; clean, forgiving honest and loving [see Chapter 5, Table 8]. 
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In summary a ‘typical’ Australian CEO would espouse the following characteristics 
with reference to financial decision making: responsible (IV17), logical (IV13) and 
honest (IV9). When focussing on the order of importance, sixty percent of the CEOs 
ranked a morally based value rather than a competency based value as the most 
important.  
RQ3: Are the values displayed and the values espoused by the CEO the 
same?  
This question refers to the commonalities of the instrumental values component only 
as the other CEO characteristics that were identified were added at the analysis stage 
of the study see [Section 4.4.1: Semi-structured Interview]. Table 18 below 
represents the CEO values, both espoused and displayed, that were recorded from 
fifty percent or more of the sample.  
Table 18: CEO Combined Instrumental Values of 50% or Greater 
Displayed 
Values   
% Espoused 
Values   
% 
Capable C 100% Responsible  C 80% 
Logical C 100% Honest M 70% 
Responsible C 100% Logical C 70% 
Ambitious C 90% Helpful M 50% 
Honest M 70% Polite M 50% 
Independent C 70%    
Helpful M 60%       
Intellectual C 50%       
C = competence, M = moral  
A ‘typical’ Australian CEO displayed and espoused the following characteristics with 
reference to financial decision making: helpful (IV8), honest (IV9), logical (IV13) 
and responsible (IV17) [see Table 18].  
Table 18 highlights that even though the CEOs displayed many values; ambition 
(IV1), capable (IV3), logical (IV13), responsible (IV17), honest (IV9), helpful (IV8), 
independent (IV11), intellectual (IV12), they did not espouse the majority of these 
values. The most commonly displayed but not espoused values were competency 
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values. While the CEOs ranked the qualities that they believed employees should 
display, they themselves displayed the values that they thought their employees 
would not have but that they would like their employees to develop. These values 
are: ambition (IV1), capable (IV3), independent (IV11) and intellectual (IV12). 
The most commonly espoused but not displayed values were polite (IV8); espoused 
by fifty percent of the CEOs, cheerful (IV1); espoused by forty percent of the CEOs, 
and broadminded (IV13); espoused by thirty percent of the CEOs. Although the 
CEOs may not have directly displayed these values, and were not unhappy or rude in 
the interviews, their responses were not particularly cheerful, courteous or 
well-mannered and hence could not be categorised as such. 
In summary the values that were espoused and displayed by fifty percent or more 
than the CEOs when making a financial decision were the moral values of helpful 
(IV8) and honest (IV9), and the competency values of logical (IV13) and responsible 
(IV17). 
RQ4: What decision-making view do Australian CEOs adopt when 
making financial decisions?  
There are three decision-making views that have been considered in this study when 
a CEO makes a financial decision; the economic, the legal and the moral view [see 
Section 3.2: Financial Decision-making]. 
The results of the semi-structured interviews indicated that only twenty percent of 
CEOs used all three views simultaneously. Each view will first be addressed 
separately and then as a combination to establish which view(s) a ‘typical’ 
Australian CEO used in the decision-making process. The analysis of the 
decision-making views was presented in Section 5.3.2: Decision-making (DM) 
All of the CEOs interviewed supported the economic view of decision-making. Each 
CEO demonstrated that their focus was to make a profit and to ensure that the business 
was financially sustainable. 
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The legal view of decision-making was displayed by forty percent of the CEOs. Of 
these fifty percent referred to employment contracts, twenty five percent referred to 
having a legal duty to work in the interest of other people, and twenty five percent 
specifically addressed contract law. 
The moral view of decision-making was displayed by forty percent of the CEOs. In 
these instances the CEOs went beyond the economic view of decision-making by 
taking into consideration scenarios that would bring no economic benefit to their 
business, yet would improve the lives of their employees. This choice would be 
considered as the ‘right thing to do’, or ‘the moral choice’.  
As a group, all the CEOs used the economic point of view and forty percent also 
used the legal or moral view. Only twenty percent of the CEOs used all three views 
simultaneously.  
This study indicates that a ‘typical’ Australian CEO will always use the economic 
point of view when making financial decisions, whilst intermittently using a legal or 
moral view. 
RQ5: What leadership styles do Australian CEOs utilise? 
The leadership styles of the Australian CEOs assessed in this study were: Laissez-faire 
(LS1), Transactional (LS2), Transformational (LS3), along with a combination of 
Transactional and Transformational (LS4) [see Section 3.5: Understanding 
Leadership]. 
CEO leadership style(s) were identified using the data collected during the 
semi-structured interview and augmented by notes from the research journal. This 
analysis was discussed in Section 5.3.3: Leadership Styles (LS). 
All of the CEOs displayed the Transactional (LS2) leadership style with only four 
CEOs also displaying transformational tendencies, and none having a Laissez-faire 
style. The Transactional (LS2) leadership styled was recognised through the CEOs 
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focus on work standards and compliance resulting in the employees being 
compensated for completing assigned tasks. 
The four participants who displayed transformational tendencies referred to moral 
values and higher ideals. These CEOs also referred to the employees as being part of 
a team and offered respect and future growth as outcomes rather than just monetary 
rewards.  
Transformational leaders try to change their employees by appealing to moral values 
and higher ideals as motivators. A transformational leader will lead morally by 
identifying the core values of the company and its members. A transformational 
leader will allow followers to use their potential and satisfy both the company goals 
as well as the needs of their employees or followers. One CEO who had displayed 
transformational tendencies, continuously referred to the company values and the 
future well-being of the employees, reiterating that the employee growth was a main 
priority of the company. This company was a family based consulting firm which 
may account for this main difference when compared to the other CEOs in the study. 
Another major difference was that this CEO had a life threatening event which 
impacted on his attitude. His favourite saying is “You actually have to slow down to 
speed up”. This comment was directly relating to employees getting rid of the baggage 
and giving themselves a chance to grow. 
Though some transformational leaders were observed, this study indicates that a 
‘typical’ Australian CEO would utilise the Transactional (LS2) leadership style. This 
leadership style focuses on work standards and compliance with employees being 
compensated accordingly. 
RQ6: Is there a relationship between CEO leadership style and CEO’s 
values?  
The leadership styles assessed for the Australian CEOs addressed in this study were: 
Laissez-faire (LS1), Transactional (LS2), Transformational (LS3) and a combination 
of Transactional and Transformational (LS4). The leadership style that was identified 
for a ‘typical’ Australian CEO was Transactional (LS2). However forty percent of the 
CEO’s sample also displayed transformational tendencies. With reference to CEO 
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values a ‘typical’ Australian CEO displayed and espoused the following 
characteristics with reference to financial decision-making: helpful (IV8), honest 
(IV9), logical (IV13) and responsible (IV17). Helpful (IV8) and honest (IV9) are 
morally based values whereas responsible (IV17) and logical (IV13) are competency 
based. The EVST showed that when the CEO ranked values in the order of 
importance, sixty percent of CEOs ranked a morally based value as the most 
important.  
The transactional leadership style encompasses leaders who focus on work 
standards, compliance and tasks. In this study if an employee did not carry out a task 
the consequences that applied were in the form of a meeting or the lack of a bonus. 
On the other hand if an employee achieved a set task or goal then a reward was 
given. In this study the reward was monetary and the calculation was based on a 
bonus system. The transactional leadership style embraces the competency value 
responsible (IV17), the premise is both dependable and reliable. The competency 
value of logical (IV13) is also an integral part of the transactional leadership style 
which represents consistency and a clear rationale for the ‘transactional’ events. The 
morally based values of helpful (IV8) and honest (IV9) cannot be easily assimilated 
to this leadership style. Helpful (IV8) refers to the welfare of others, whereas as this 
leadership style focuses on the organization and the employee goals which are not 
necessarily aligned with the welfare of others. Honest (IV9) refers to sincerity and 
truthfulness, this could be weakly aligned with the transactional leadership style as it 
based on a task and reward system which requires truthfulness in the reporting 
system applied. However when referring to sincerity you seek the absence of deceit 
which may be inherent in this leadership style due to the ultimate goal being a 
reward.  
There is a direct relationship between the transactional leadership style and the 
competency values of logical (IV13) and responsible (IV17). The relationship, if 
any, of the moral values of helpful (IV8) and honest (IV9) to the transactional 
leadership style is not clear. For some leadership styles a relationship exists however 
for others a relationship has not been found, hence further research is warranted in 
this area. 
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The above sections have addressed all the sub-questions, and the following section 
answers the main research question. 
Main Research Question: How are the leadership style and values of an 
Australian CEO reflected in the financial decisions made? 
The answers to the above six questions combine to answer the overarching question 
of this study in establishing the leadership style and values for a ‘typical’ Australian 
CEO, and how this affects the financial decisions made. 
In this study of Australian CEOs the values that were espoused and displayed by 
fifty percent or more of the sample when making a financial decision were helpful 
(IV8), honest (IV9), logical (IV13) and responsible (IV17).  
This study indicates that a ‘typical’ Australian CEO would utilise the transactional 
(LS2) leadership style. This is the leadership style which focuses on work standards 
and compliance resulting in the employees being compensated for completing 
assigned tasks. However forty percent of the CEOs in the sample also showed some 
transformational tendencies. 
There is a direct relationship between the transactional leadership style and the 
competency values of responsible and logical. The relationship, if any, of the moral 
values of helpful and honesty to the transactional leadership style is not clear. 
However these moral values do have a direct relationship with the transformational 
leadership style.  
This study also indicates that a ‘typical’ Australian CEO will always use the 
economic point of view, with all CEOs in the sample displaying this characteristic 
when making financial decisions. Only twenty percent of the Australian CEOs in the 
sample used all three points of view when making a financial decision. Others in the 
sample intermittently used the legal and moral view.  
The above findings are based on characteristics shown by fifty percent or more of the 
sample of CEOs. However from the observations made from the study there are 
additional characteristics that influence financial decision-making. The forty percent 
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who displayed transformational leadership components should not be dismissed. 
What are the other factors that affected these CEOs in particular? 
There are four CEOs who displayed transformational tendencies: P2, P7, P8 and P9. 
There are other characteristics displayed by these four CEOs which are also 
consistent. First, all four CEOs displayed a positive business attitude. All four CEOs 
focused on the business finances when making a financial decision being able to 
separate their personal finances from that of the organization. All four CEOs were 
risk averse, preferring a balanced option rather than avoiding a financial decision or 
making a financial decision that may have a sub-optimal outcome. The 
decision-making views displayed by all four CEOs were economic and moral. P9 also 
displayed the legal point of view. P7 and P9 espoused fifty percent and sixty seven 
percent of moral values respectively when ranking their espoused values using the 
EVST. However all four CEOs ranked the same moral value; honest (IV9), first in the 
EVST and all have displayed this value during the semi-structured interview. The 
moral value honesty (IV9) refers to sincerity and truthfulness; this value is consistent 
with the attributes of the transformational leadership style which tries to change 
employees (followers) by appealing to moral values and higher ideals as motivators. 
Another factor that may have affected the results of this study was when the CEO 
had experienced a life threatening event. 
P9’s overall result indicates the display of more values when compared to the other 
participants, a higher ranking of moral values in the EVST; sixty seven percent, and 
the use of all three points of view when making a financial decision. One must also 
consider the mini stroke suffered by P9. P9 firmly believes that this life threatening 
event changed his outlook on life. He is much more comfortable with his life now 
and finds that sometimes “you become more creative when you are forced to slow 
down which in turn allows you to speed up”. As a result he offers his employees 
many incentives but does not force his opinion on them, “they can buy into it or not 
buy into it.” He applies this new outlook to financial decision-making where the 
focus is not the only the economic benefit but also the effect on his employees. 
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P8 was also diagnosed with a brain tumour in his early thirties. This life threatening 
event changed P8’s outlook on business. P8 instructs his employees that when they 
are giving financial advice to clients, that client welfare is of the utmost importance 
and asks that unforeseen circumstances are factored into the financial plans, even if it 
means that the company forgoes some profit from the transactions. This has had a 
direct effect on his financial decision-making by choosing the financial well-being of 
the clients over that of the organization. 
The results suggest the above mentioned factors should also be taken into account 
when considering how CEO values impact on financial decisions made, even though 
there were not consistent results of all the Australian CEOs in the sample. This is an 
area that can be explored in future research studies.  
In summary there is a direct relationship between the transactional leadership style 
and the competency values of logical (IV13) and responsible (IV17).  Although 
more than fifty percent espoused and displayed the moral values of helpful (IV8) and 
honest (IV9), the connection to the transactional leadership style is not clear. The 
other values that the CEOs displayed when making a financial decision were a 
positive business attitude (BA3), a focus on business finances (FI1) and a risk-averse 
(RM1) approach. As a group, all the CEOs consistently used the economic point of 
view of decision making. 
Contribution to Knowledge 
In this study a qualitative methodology was used to better understand CEO values and 
the effect on financial decision-making. This allowed for in-depth data to be collected 
establishing a list of CEO characteristics. An extension of CEO traits beyond 
Rokeach’s values resulted from the semi-structured interview and the research 
journal. The use of the survey instruments alone (EVST and MRI) would not have 
produced this comprehensive list [see Chapter 4, Table 4]. Furthermore, Rokeach’s 
values focused on only positive values and made it difficult to highlight the 
negativity that was being displayed by the participants and restricted the list of CEO 
characteristics. This negativity was highlighted in the remaining nodes which were 
established during the analysis phase, covering business attitude and risk 
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management. The leadership style and decision-making focus also added to the CEO 
characteristics. This study has established traits additional to Rokeach’s instrumental 
values, which should be included in future research, for a fuller picture to be gained 
of CEO decision-making. 
The MRI used in the study found that the majority of the participants responded 
identically, indicating that this tool did not allow for the discrimination of the 
participants. This finding supports the work of Weber & McGivern (2010) as it 
allowed “credibility to the effectiveness of the scale to identify similar compared to 
dissimilar orientations held by respondents to the consequences implied in the MR 
statements” (p.154). The call for an emphasis for research on moral development and 
values still remains.   
This study extends the work of Meglino and Ravlin’s (1998), Groves (2015) and Oreg 
and Berson (2015) where the focus has been shifted to the study of values processes 
and the evaluation of leadership types. Although this study initially focused on value 
congruence, which according to Rokeach (1978) and Schwartz (1992, 2014) allows 
for clearer interpretation of results, the results of this study favour single values. 
During the analysis the ‘single-value’ approach was interpreted as making sense, 
rather than an approach which focused on situations where values conflicted.  This 
finding is consistent with Rokeach’s earlier work (Rokeach, 1973).  
This study supports future qualitative research to discover any further traits or 
characteristics that a CEO may have that affect how financial decisions are made. 
While surveys used in this research were not able to measure moral reasoning or 
identify any further characteristics that a CEO may possess when making financial 
decisions, further qualitative research would enrich the current values and leadership 
literature. Such qualitative research also enables contributions to society to be made, 
as discussed in the following section. 
Contribution to Society 
While, this study did not focus on how to select or retain a CEO, what is evident 
from this study is that CEO values effect their financial decision-making. Further it 
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was found that a tertiary education is not a prerequisite for a CEO. Future CEO 
candidates require training that will make them aware of the consequences of their 
actions and also to see the impact of their financial decision-making on a wider range 
of stakeholders. Recently Brown and Trevino (2014) suggested that in respect to 
developmental training, organizations should consider providing leadership training 
in house by, “promot[ing] opportunities for childhood ethical role modelling and 
development (such as scouting or Big Brother Big Sister programs)” (p. 596) within 
the organization. This study supports such suggestions. The results of this study also 
suggest that a form of ethical leadership training should be incorporated to focus on 
improving the awareness of a wide range of consequences of financial decisions 
made by CEOs. From the CEOs studied, the ethical leadership training was brought 
about by life changing events. While it is not possible to generate life changing 
events for CEOs, training could be completed in the form of having CEOs do charity 
work. Charity work would give CEOs an opportunity of seeing things from a 
different perspective where the reward is not monetary. This training would 
correspond to the learning gained from the life threatening events that were shown in 
this study. This exposes the leaders to a wider world view which may encourage the 
use of all three views of decision-making; the economic, the legal and the moral. 
This study has shown that a ‘typical’ Australian CEO currently focuses on the 
economic view. This change would also encourage authentic leadership.  
According to Avolio and Gardner (2005) an authentic leader must forge a path of 
congruence of values and interests among stakeholders, prioritising the benefit to 
society by avoiding the self-interest of the leader and the follower.  
Limitations 
As this is the first study to investigate the area of CEO leadership and values and 
their effect on financial decision making, it comes with a number of limitations due 
to the inherent nature of the research. 
In this study a qualitative methodology was used to better understand CEO values and 
the effect on financial decision-making. More in-depth data was collected which led to 
a more detailed list of CEO characteristics. The difficulty in attaining CEOs for the 
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study led to the sample being small; however the progressive analysis of the data after 
each interview reached saturation when no new data was found. To ensure 
generalizability of the results a larger scale quantitative survey of CEOs could be 
undertaken. 
The focus on positive values made it difficult to highlight the negativity that was 
observed in the participant interviews. This negativity was able to be highlighted in 
the nodes covering business attitude, leadership style, risk management and 
decision-making. It is suggested that a revised list be developed which takes into 
consideration values additional to Rokeach’s instrumental values, for a fuller picture 
to be gained of CEO financial decision-making. 
The results of this study favour single values, the ‘single-value’ approach, rather than 
an approach which focuses on situations where values conflicted. In this case the 
‘single-value’ approach when analysed after the event was interpreted as making 
sense (Rokeach, 1973). More recent studies have focused on value congruence which, 
according to Rokeach (1978) and Schwartz (1992, 2014), allows for clearer 
interpretation of results. The single value approach was used because at this stage of 
the research a value congruent approach was not possible. 
The use of the MRI was not comprehensive as it did not allow the CEOs to be placed at 
a specific moral reasoning level. It was useful, however, in showing that the CEOs’ 
moral reasoning was consistent, with each CEO choosing the extreme limits on the 
scale in the majority of the responses. A larger sample may produce more 
comprehensive results.  
When the CEOs were ranking their espoused values using the EVST it appeared that 
the CEOs completed the tool with a focus on their employees, rather than themselves. 
This observation was made due to the CEOs displaying more instrumental values than 
the ones that they ranked in the tool. In future it should be emphasised that the tool is 
to be completed based on the CEOs own values, not those of their employees. Another 
option would be to have the CEO complete the tool prior to the completion of the MRI 
which primarily focuses on employees actions.  
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Future Research 
Undertaking this project has answered some of the questions that motivated my 
research. However findings have indicated areas which should be explored in future 
research. 
The life threatening events that have been highlighted in the study indicate that a 
follow up on CEOs who undertake ethical leadership training may be of benefit, 
noting any similarities or differences to CEOs P8 and P9 in this study. Attention here 
could be focused on changes to the CEOs values and leadership styles that may have 
occurred when making financial decisions, following the undertaking of ethical 
leadership training. 
This study found that higher education qualifications were not a factor in financial 
decision-making [see Chapter 5, Table 10]. However, contrary to the results of this 
study, future CEO candidates are encouraged to complete higher education courses 
which include bachelors and masters degrees. A study which focuses on CEOs with 
higher education qualifications could be completed to see whether the CEO 
leadership style and financial decision-making focus are consistent with the results 
of this study. 
There is also a need for more qualitative research which shows new qualities and 
characteristics that were not investigated during this study. For comparison with 
previous work, this study defined values in accordance to Rokeach’s instrumental 
values which were all positive. In future studies negative values should also be 
addressed in addition to Rokeach’s values.  
Postdoctoral analysis of the outlying responses indicated where a category only 
received a single tick [see for example Table 5] could also be informative. 
To ensure generalizability, it is recommended that a large quantitative type study be 
completed. A large sample of CEOs could be surveyed, including a question on 
whether they have had a life threatening event and if they feel this has changed their 
leadership style, or how they make financial decisions.  
  125 
 
The future research proposed above will add to the findings of this thesis. The 
qualitative research discovered additional traits or characteristics of a CEO that may 
affect financial decisions made. It also demonstrated that using surveys alone was not 
able to measure moral reasoning or identify any further characteristics that a CEO may 
possess when making financial decisions.  
These findings enrich the current values and leadership literature. The proposed CEO 
training will increase an organization’s contribution to society by providing an 
opportunity to expose the CEO to a wider world view. This view may encourage 
authentic leaders to make financial decisions utilising the three views of decision- 
making, the economic, the legal and the moral, rather than CEOs who primarily 
focus on the economic view. This adds further support to earlier research by Avolio 
and Gardner (2005) who suggested that authentic leaders who are able to place the 
welfare of society above their own self-interest and that of their followers, will 
benefit society. 
 
“Once you get to really know them you will be able to figure it out, it comes with 
life experience” (see Section1.1.1: Personal Motivation).  
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Appendix 1: The Enron Case 
Direct citations from Associated Press (2005). 
'Fast Facts: Enron Case 
1997 
Finance executive Andrew Fastow created his first partnership designed to kept debt 
off Enron's balance sheet, a first step toward similar financial moves to hide debt and 
inflate profits that lead to Enron's downfall. 
1998 
Fastow named finance chief. 
2000 
December: Enron announces Jeffrey Skilling, who headed the company's commodities 
trading in the deregulated markets before becoming chief operating officer, would 
replace Enron founder Kenneth Lay as chief executive in February. 
2001 
August: Skilling resigns after six months; Lay named CEO again. 
October: Enron reports a $638 million third-quarter loss and discloses a $1.2 billion 
reduction in shareholder equity, partly related to partnerships run by Fastow that hid 
huge amounts of debt as well as writedowns in money-losing broadband and water 
trading ventures. Fastow ousted. November: Enron files documents with SEC revising 
its financial statements for previous five years to account for $586 million in losses. 
Dec. 2: Enron goes bankrupt, thousands of workers laid off. 
2002 
  137 
 
January: Justice Department confirms it has begun a criminal investigation of Enron. 
Lay resigns as chairman and CEO. 
February: Lay resigns from the board. 
March: Former Enron auditor Arthur Andersen LLP indicted for destroying 
Enron-related documents to thwart investigators. 
 
June: Arthur Andersen LLP convicted. 
August: Former top Fastow aide Michael Kopper pleads guilty to money laundering 
and conspiracy, the first ex-Enron executive to strike a deal with prosecutors. He 
identifies a string of partnerships he says were designed to falsely portray Enron as 
financially healthy while enriching him, Fastow and others. 
October: The Andersen firm sentenced to probation and fined $500,000; firm was 
already banned from auditing public companies and had only a few hundred 
employees left after its conviction. 
Oct. 31: Fastow indicted on 78 charges of conspiracy, fraud, money laundering and 
other counts. 
2003 
April: Andrew Fastow's wife Lea is charged with tax crimes and conspiracy 
participating in some of husband's deals. 
2004 
January: Andrew Fastow pleads guilty to conspiracy in a deal that called for a 
10-year sentence and his help in the continuing investigation. Former top Enron 
accountant Richard Causey pleads innocent to conspiracy and fraud charges for 
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allegedly being "a principal architect" of widespread schemes to mislead investors in 
the scandal-ridden energy company. 
February: Skilling added to Causey indictment, pleads innocent to more than 30 
counts including conspiracy, fraud and insider trading, and Causey with 31 counts. 
May: Lea Fastow pleads guilty to a reduced charge of filing a false tax form, a 
misdemeanor, and is sentenced to the maximum sentence of one year in a federal 
prison. 
July 7: Sealed indictment against Lay handed up. 
July 8: Lay surrenders to FBI. Indictment unsealed, accusing him of participating in a 
conspiracy to manipulate Enron's quarterly financial results, making false and 
misleading public statements about the company's financial performance and omitting 
facts necessary to make financial statements accurate and fair. Lay pleads innocent. 
July 12: Lea Fastow begins serving prison sentence. 
July 15: U.S. Bankruptcy Judge Arthur Gonzalez confirms Enron's reorganization 
plan. 
August: Former top Enron trader John Forney pleads guilty in San Francisco to 
manipulating energy prices during California's power crisis in 2000-2001. 
October: Former Enron assistant treasurer Timothy Despain pleads guilty to 
conspiracy and agrees to cooperate with prosecutors. A federal judge grants Lay a 
trial separate from Skilling and Causey on charges of bank fraud and lying to banks 
about using loans to buy Enron stock on margin, but rules the trio will be tried 
together on other charges. 
2005 
February: A federal judge sets the Lay, Skilling and Causey trial for Jan. 17, 2006 to 
accommodate attorney commitments to other clients in 2005. 
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July: Lea Fastow released from halfway house shortly after midnight, ending her 
prison stay. 
Dec. 28: Former top accountant Richard Causey pleads guilty to securities fraud and 
agrees to help pursue convictions against Enron founder Kenneth Lay and former 
CEO Jeffrey Skilling. Under plea deal, Causey agrees to serve seven years in prison 
and forfeit $1.25 million to the government, but if the government is happy with his 
cooperation, prosecutors can ask that his sentence be reduced to five years.' 
Source: Associated Press (2005) 
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Appendix 2: Rokeach’s Instrumental Values 
Rokeach's instrumental values: 
1. Cheerfulness 
2. Ambition 
3. Love 
4. Cleanliness 
5. Self-Control 
6. Capability 
7. Courage 
8. Politeness 
9. Honesty 
10. Imagination 
11. Independence 
12. Intellect 
13. Broad-Mindedness 
14. Logic 
15. Obedience 
16. Helpfulness 
17. Responsibility 
18. Forgiveness 
(Rokeach 1973 p. 119) 
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Appendix 3: Six Stages of Moral Development 
Six Stages of Moral Development According to Kohlberg (Trevino 1986 p. 605) 
Stage What is considered to be right 
LEVEL ONE - PRECONVENTIONAL 
Stage One - Obedience and punishment 
orientation 
 
Stage Two - Instrumental purpose and exchange 
LEVEL TWO - CONVENTIONAL 
Stage Three - Interpersonal accord, conformity, 
mutual expectations 
Stage Four - Social accord and system 
maintenance 
 
 
LEVEL THREE - PRINCIPLED 
Stage Five - Social contract and individual rights 
 
 
Stage Six - Universal ethical principles 
 
Sticking to rules to avoid physical punishment. 
Obedience for its own sake. 
Following rules only when it is one's immediate 
interest. Right is an equal exchange, a fair deal. 
 
Stereotypical "good" behaviour. Living up to 
what is expected by people close to you. 
Fulfilling duties and obligations to which you 
have agreed. Upholding laws except in extreme 
cases where they conflict with fixed social 
duties. Contributing to the society, group. 
 
Being aware that people hold a variety of values; 
that rules are relative to the group. Upholding 
rules because they are the social contract. 
Upholding nonrelative values and rights 
regardless of majority opinion. 
Following self-chosen ethical principles. When 
laws violate these principles, act in accordance 
with principles. 
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Appendix 4: The Moral Reasoning Inventory Survey 
Moral Reasoning Inventory Survey (Weber & McGivern 2010) 
INSTRUCTIONS 
The Moral Reasoning Inventory consists of two scenarios that present some 
challenging issues.  
 
After reading the first story there is a list of reasons why Evelyn should take a 
particular course of action. Please rate how strongly you believe the reason applies to 
your thinking in deciding about what Evelyn should do. Please tick a box [0] through 
[10] for each reason. 
 
 Scale: not strong at all [0] through to most strong feeling [10] for each reason. 
 
Please rate the same statements using the importance rating scale. Please rate how 
important each reason is in your decision about what Evelyn should do. Tick the 
degree of importance for each reason.  Scale value labels: none (1), little (2), some 
(3),much (4), great (5). 
 
Evelyn worked for an automotive steel casting company. She was part of a small 
group asked to investigate the cause of an operating problem that had developed in 
the wheel castings of a new luxury automobile and to make recommendations for its 
improvement. The problem did not directly create an unsafe condition, but it did lead 
to irritating sounds. The Vice President of Engineering told the group that he was 
certain that the problem was due to tensile stress in the castings. Evelyn and a lab 
technician conducted tests and found conclusive evidence that the problem was not 
tensile stress. As Evelyn began work on other possible explanations of the problem, 
she was told that the problem had been solved. A report prepared by Evelyn's boss 
strongly supported the tensile stress hypothesis. All of the data points from Evelyn's 
experiments have been changed to fit the curves, and some of the points which were 
far from where the theory would predict have been omitted. The report "proved" that 
tensile stress was responsible for the problem. 
1. The risk of being reprimanded by her boss means that Evelyn should not 
contradict her boss. 
 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
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Importance 
None Little Some Much Great 
     
 
2. Not contradicting her boss this time may mean a more rapid advancement for 
Evelyn in the company. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
3. By contradicting her boss Evelyn might make her family and friends proud of her.  
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
4. Evelyn’s first duty is to obey the rules established for her workgroup, regardless of 
her own personal feelings. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
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Importance 
None Little Some Much Great 
     
 
5. Companies must show a respect for authority and obey the rules. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
6. Evelyn must respect and protect the company’s customers, in spite of any risk to 
her or her company. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
7: Always telling the truth is more important than any punishment for contradicting 
one’s boss.  
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
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8. Although awkward and painful for Evelyn, contradicting her boss is best for all 
involved in the long run. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
After reading the second story there is a list of reasons why Roger should take a 
particular course of action. Please rate how strongly you believe the reason applies to 
your thinking in deciding about what Roger should do. Please circle a number [0] 
through [10] for each reason. 
 
 Scale: not strong at all [0] through to most strong feeling [10] for each reason. 
 
Please rate the same statements using the importance rating scale. Please rate how 
important each reason is in your decision about what Roger should do. Circle the 
degree of importance for each reason.  Scale value labels: none (1), little (2), some 
(3), much (4), great (5). 
Roger worked for a small auditing firm and conducted an annual audit of a 
machinery manufacturer. During the audit, he discovered that the firm had received a 
large loan from the local savings and loan association. It is illegal for a savings and 
loan association to make a loan to a manufacturing firm; they are restricted by law to 
mortgages based upon residential real estate. Roger took his working papers and a 
copy of the ledger showing the loan to his boss, the partner in charge of the auditing 
office. His boss listened to Roger, and then told Roger: ‘‘I will take care of this 
privately. We simply cannot afford to lose a client of this status. You put the papers 
you have through the shredder.’’ 
 
Roger 
1. To avoid being punished for disobeying his boss, Roger should shred the papers. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
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Importance 
None Little Some Much Great 
     
 
2. Doing his boss this favor will result in a return favor for Roger in the future.  
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
3. Roger informed his boss, so now it is the boss’s responsibility. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
4. Roger can follow the order and look good in his boss’s eyes. Being loyal and 
obedient to his boss are Roger’s most important duties as an employee. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
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5. Obeying the law is more important than obeying the boss.  
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
     
 
6. Violating the law and professional auditing standards are more important than 
being loyal to his company. 
Applicability 
Not 
strong 
at all 
        Most 
strong 
feeling 
          
Importance 
None Little Some Much Great 
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Appendix 5: The Revised Moral Reasoning Inventory Survey 
Moral Reasoning Inventory Survey 
 
INSTRUCTIONS 
The Moral Reasoning Inventory consists of two scenarios that present some 
challenging issues.  
 
Please read the first scenario and the instructions which follow. 
 
Evelyn worked for an automotive steel casting company. She was part of a small 
group asked to investigate the cause of an operating problem that had developed in 
the wheel castings of a new luxury automobile and to make recommendations for its 
improvement. The problem did not directly create an unsafe condition, but it did lead 
to irritating sounds. The Vice President of Engineering told the group that he was 
certain that the problem was due to tensile stress in the castings. Evelyn and a lab 
technician conducted tests and found conclusive evidence that the problem was not 
tensile stress. As Evelyn began work on other possible explanations of the problem, 
she was told that the problem had been solved. A report prepared by Evelyn's boss 
strongly supported the tensile stress hypothesis. All of the data points from Evelyn's 
experiments have been changed to fit the curves, and some of the points which were 
far from where the theory would predict have been omitted. The report "proved" that 
tensile stress was responsible for the problem. 
 
Following is a list of reasons why Evelyn should take a particular course of action. 
 
Please rate how strongly you agree with the reason Evelyn represents in each 
statement.  
Each statement is to be answered independently of the previous or following 
statement. 
Please tick a box [0] through [10] for each reason. 
Scale: completely disagree [0] through to strongly agree [10] for each reason. 
Please rate the same statements using the importance rating scale.  
Please rate how important each reason is in your decision about what Evelyn should 
do.  
Tick the degree of importance for each reason.   
Scale value labels: none, little, some, much, great. 
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1. Evelyn should not contradict her boss because she risks being reprimanded  
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
2. Not contradicting her boss this time may mean a more rapid advancement for 
Evelyn in the company. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
3. By contradicting her boss Evelyn might make her family and friends proud of her.  
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
4. Evelyn’s first duty is to obey the rules established for her workgroup, regardless of 
her own personal feelings. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
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Importance 
None Little Some Much Great 
     
 
5. Companies must show a respect for authority and obey the rules. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
6. Evelyn must respect and protect the company’s customers, in spite of any risk to 
her or her company. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
7: Always telling the truth is more important than any punishment for contradicting 
one’s boss.  
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
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8. Although awkward and painful for Evelyn, contradicting her boss is best for all 
involved in the long run. 
 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
 
Importance 
None Little Some Much Great 
     
 
Scenario Two 
 
Roger worked for a small auditing firm and conducted an annual audit of a 
machinery manufacturer. During the audit, he discovered that the firm had received a 
large loan from the local savings and loan association. It is illegal for a savings and 
loan association to make a loan to a manufacturing firm; they are restricted by law to 
mortgages based upon residential real estate. Roger took his working papers and a 
copy of the ledger showing the loan to his boss, the partner in charge of the auditing 
office. His boss listened to Roger, and then told Roger: ‘‘I will take care of this 
privately. We simply cannot afford to lose a client of this status. You put the papers 
you have through the shredder.’’ 
 
Following is a list of reasons why Roger should take a particular course of action. 
 
Please rate how strongly you agree with the reason Roger represents in each 
statement.  
 
Each statement is to be answered independently of the previous or following 
statement. 
 
Please tick a box [0] through [10] for each reason. 
 
 Scale: completely disagree [0] through to strongly agree [10] for each reason. 
 
Please rate the same statements using the importance rating scale.  
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Please rate how important each reason is in your decision about what Evelyn should 
do.  
 
Tick the degree of importance for each reason.   
 
 Scale value labels: none, little, some, much, great. 
 
1. To avoid being punished for disobeying his boss, Roger should shred the papers. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
2. Doing his boss this favour will result in a return favour for Roger in the future.  
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
3. Roger informed his boss, so now it is the boss’s responsibility. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
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4. Being loyal and obedient to his boss are Roger’s most important duties as an 
employee. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
5. Obeying the law is more important than obeying the boss.  
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
6. Violating the law and professional auditing standards are more important than 
being loyal to his company. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
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7. Preserving the truth is far more important than cooperating with the boss or even 
complying with the law. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
8. Having the truth come out is more important than trusting the boss and helping the 
firm in this situation. 
Applicability 
Completely 
disagree (0) 
(1) (2) (3) (4) (5) (6) (7) (8) (9) Strongly 
agree (10) 
           
Importance 
None Little Some Much Great 
     
 
Source: Weber and McGivern (2010) 
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Appendix 6: Proposed Interview Questions 
 
Proposed Interview questions: 
Prior to the interview a recent financial decision will be identified from the last 
year’s annual report. The following questions will be asked. 
1. Can you explain the main factors you considered in making this financial 
decision? 
2. Does your company follow a specific decision-making process? 
3. What is the most important factor that you consider when making a financial 
decision? 
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Appendix 7: Interview Notes 
 
Interview Notes 
Pilot Study 
Friday 22 February 2013 
First pilot interview and completion of survey. First interview with the small 
business owner (P1) completed. The interview process lasted approximately 15 
minutes. At the completion of the interview I gave P1 the survey to complete, after 
initially reading the instructions and the first scenario P1 advised that she was 
confused on how to complete the scale. I asked P1 to complete the survey based on 
her interpretation and labelled this survey version 1, I then asked P1 to advise me of 
what response she thought she was making. I labelled a second survey version 2 and 
completed the survey with P1 whilst taking notes on the responses that P1intended to 
relay.  On comparing version 1 to version 2 the responses appeared on opposite 
sides of the Likert scale.  Due to the interpretation issues that existed in this first 
pilot case a meeting was organised with my supervisors to check the Likert scale that 
I have applied. The survey needs to be rewritten or readapted and returned to P1 to 
test whether the rewrite has improved the interpretation. 
P1 said that she thought the misinterpretation was due to theorist thinking verses 
practitioner thinking. 
Monday 25 February 2013 
I met with supervisor 1 who agreed that the survey would need changes made; we 
made changes which appear in Appendix 5. Supervisor 1 asked me to show the 
changes to supervisor 2 for any further iteration. 
Wednesday 6 March 2012  
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Meeting with supervisor 2, I presented the changes made to the original survey. 
Supervisor 2 suggested that the survey instructions were too long and somewhat 
confusing (I agreed). Visual changes were also suggested to make the survey easier 
to understand, these changes included indentation of scenario, spacing etc. We both 
agreed that the changes would further simplify the implementation of the survey 
without having an adverse effect on the data that was required to be collected. Once 
the changes have been made the survey will be readministered to P1 and followed by 
a meeting with supervisors to discuss the result. The revised survey appears in 
Appendix 5. 
Friday 8 March 2012  
Met with P1 to readminister the survey. P1 commented that the instructions were 
"clear and easy to follow". I compared the responses to the completion of the initial 
survey and the results were the same. 
Sunday 24 March 2013 
Meeting with medium business owner (P2). The interview process took 
approximately 15 minutes. The questions in the interview varied to the initial 
interview with P1. The variation was due to the responses given by P2. The 
magnitude of P2's business is quite larger than P1 which would explain the variation 
in the answers given. P1's focus appears to be on the personal finances of the owners 
of the business as these are consistently being used for collateral with financial 
decisions that are being made. Whereas the financial decisions for P2 are reliant on 
the business financials and without personal finances being a factor. 
The interview went smoothly, P2 appeared comfortable. I wasn't able to write a lot 
of information which required more time to transcribe the interview however I think 
this was best as I did not want to ask P2 to speak slower as this may have affected 
the responses given. 
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Appendix 8: Sample Interview Transcript 
 
Interview Transcript P2 24 March 2013 
You recently made the financial decision to expand your business by purchasing an 
additional business. Why did you make this decision? 
To basically expand our customer base at the founding company. We have a lot of 
customers but had one major customer, so in this day and age too many eggs in one 
basket so to speak so we were looking to broaden our customer base. It was a way of 
investing not only in our future but in all of the employee's future. 
How difficult has it been take over an existing business? 
It's been a challenge, to say the least it has been a challenge. The challenges you face 
are (a) is educating the customers if it's been a good experience or a bad experience for 
them.  So making sure that they understand that you're about making their life 
hopefully their life better with better quality of parts but then also looking at the 
existing management level to see how they fit into the existing culture that we have 
and just seeing what their abilities are. 
 
In general when your company makes financial decisions what process does it 
follow? 
 
We basically will set out a budget and a plan, a project plan of what we do. So that we 
look to ensure that we have got total control. So we know exactly what we are 
spending and what we expect to gain from that. 
Do you work through different scenarios apart from just your personal finances 
before you make a financial decision? 
We look at its not personal finances we look at the business finances. It needs to be 
sustainable. If time goes bad or if anything's bad we need to look at both the positives 
and the negatives to ensure that the decision when you make to purchase another 
business that it is sustainable. That you can afford to keep that business up and running 
and to keep the people, you have a responsibility to the employees to ensure that 
they've a job to come back to and a responsibility to the customer as well too. I mean if 
the customers feel that you're in financial hardship then they are likely to sense that 
and potentially move the business away. 
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When you were referring to the scenarios you were talking mainly about the business 
being sustainable, the business being able to operate within its financial limits apart 
your personal finances. What takes precedence in making the financial decision 
initially? What is your ultimate goal? 
The ultimate goal is obviously to be financially viable at the end of the day. You want 
to make money. The whole reason for being in business is to make money. 
 
Have you ever made a decision taking that ultimate goal into consideration and not 
made money? 
 
Yes absolutely we have. 
 
What do you think was the reason for it was it simply a financial cause or were there 
other factors? 
 
It was other factors. It was a poor decision when we acquired the business or when we 
purchased the business we made a decision that we thought was a good decision at the 
time by keeping a person on that was basically running the business and that proved to 
be a poor decision in the end. We identified that his skills as a manager were very far 
from what was required to actually do the work. Plus his rapport with the customers 
and also with the employees was really appalling. 
 
He was one of your managers, was he the managing director at the time or a general 
manager. 
We had him as the general manager 
As the general manager when he was making decisions was the problem with the 
rapport his leadership style? For example was it similar to a dictatorship? 
Pretty much a dictatorship. It was a dictatorship. 
Was it that he wasn't trying to improve the employees that you had but solely just 
trying to get the job done? 
  160 
 
He was, I guess in a way he was probably doing what he thought was the right thing 
but it was the only job so he'd had so he hadn't had a wealth of experience out there. I 
guess in being fair to him he hadn't had the kind of experience that potential other 
general managers would actually have and given that it was a family business we sort 
of after doing some further investigations we found that his rise was only really not 
that long prior to us taking over the business. 
Unfortunately a lot of companies’ kind of jazz up their records or what might appear to 
be on paper isn't necessarily what's been happening for a while.  You get limited 
access to the control making decisions, you get p&l's and things but you get some 
limited access as to the true going ons of the business. 
I'm just going to go back to a statement that you made earlier where you stated that the 
ultimate goal of a business is to make money. Previous to that you actually went one 
step further and said that it's not only about making the money but it's also about 
having a base there for the employees and for their futures. 
Absolutely 
If you had to summarise why you're in business what would the main objective be 
apart from making money? 
Making money is a by-product of being successful. Being in business is like being an 
elite sports person it's a challenge and some people are up to that challenge and some 
people aren't up to the challenge.  It's a delicate balance sometimes looking after a 
large number of employees along with a large number of customers as well too. You 
need to find that balance that works across the board. 
It's not all about money at the end of the day. Money comes; financial rewards will 
come if the business is successful. 
 
As the CEO what values do you bestow on your employees to ensure that your 
business is successful? 
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What I do is that I try to I lead by example. So if there is some mundane task just like 
sweeping the floor. I'll go by and I will pick up a broom, if there is a truck to unload if 
at the end of the day if you are the only person that is available at a given time for 
whatever reason then you shouldn't be above doing any work.  I think that people that 
get in there and do that the employees actually see that, so they actually get to have 
some respect so that it's a happy environment. You should never ask anybody to do 
anything that you wouldn't do yourself. If you wouldn't do it then you shouldn't ask 
anybody else to do it. It's as simple as that. Very simple values but I work on the kiss 
principle. Which is just keep it simple stupid and that works very well for me. 
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Appendix 9: Espoused Values Self-ranking Tool 
Espoused Values Self-ranking Tool 
Would you please choose the values that you believe that you espouse and then 
number them in order of importance with number 1 indicating the most important.  
Instrumental Values (Rokeach 1974) Tick which value 
applies to you 
Rank in order of 
importance to you 
Ambitious   
Broadminded   
Capable   
Cheerful   
Clean   
Courageous   
Forgiving   
Helpful   
Honest   
Imaginative   
Independent   
Intellectual   
Logical   
Loving   
Obedient   
Polite   
Responsible    
Self-controlled   
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Appendix 10: Node Examples 
Node Examples 
Node   Examples found 
IV1   It is like being an elite sports person 
IV2   constantly trying to understand and get feedback from them 
IV3   I knew it was going to work 
IV7   
I guess in a way he was probably doing what he thought was the right 
thing 
IV8   Where everyone puts their hand up 
IV9   Very trustworthy 
IV10   We had this belief 
IV11   I always want control 
IV12   It adds value 
IV13   It's common sense 
IV14   I have to nurture them 
IV15   They either embrace it or they don’t embrace it 
IV17   Never walking away from a debt 
IV18   good business practice, represented by self-discipline 
BA1   Abandoned by the government 
BA2   Sometimes it lasts, sometimes it doesn't 
BA3   It will improve 
DM1   Keep our costs under control 
DM2   Looking through the policies and procedures 
DM3   No negative impacts on the way people perceive their roles 
FI1   Grow the asset 
FI2   Open up whole series of options for me 
RM     
RM1   I want guarantees 
LS2   I would give them bonuses 
LS3   I try to lead by example 
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Appendix 11: Interview Analysis per Participant 
Interview Analysis per Participant 
P1 
IV (Instrumental Values) 
IV3 (Capable) P1 demonstrates that they are effective in being able to cover 
expenses in the statement, “ I am happy to turnover and pay my bills.” 
IV8 (Helpful) which is defined as working for the welfare of others was recognised in 
the statement “we feel like we have been abandoned by the government, by big 
business basically by everyone.” P1 is referring to we as opposed to I which reflects 
the value of helpfulness. The welfare of others is also highlighted in the statement, “I 
have committed to employ and being able to pay my bills”. 
IV9 (Honest) defined as sincere, truthful was recognised in the statement, “I feel our 
government doesn't help us the people in between we have two scales the employee 
and big business, the people in between are disappearing.” Honesty is also reflected in 
the statement, “I never walk (walking away) from a debt.” 
IV11 (Independent) defined as self-reliant, self-sufficient was recognised in the 
statement “we feel like we have been abandoned by the government, by big business 
basically by everyone.” This statement indicates that the CEO has no choice but to be 
independent which is further evident in the statement “I feel that we are at the end of 
the line and that we get, basically screwed over by everyone” and “If I am feeling 
comfortable personally in a financial situation I can say well okay I can cover this if 
this goes wrong.”. 
IV12 (Intellectual) defined as intelligent, reflective. P1 is reflective in the statement, “I 
feel our government doesn't help us the people in between we have two scales the 
employee and big business, the people in between are disappearing.”  
IV13 (Logical) defined as consistent, rational was recognised in the statement “People 
seem to be working on unrealistic figures that we can't justify. We can't cover our 
costs. If we pay them what they want the profit margin is just not there” and we 
“would try to be competitive.” The CEO further states, “There is still a fundamental 
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lack of confidence. Since we've started work we've seen so many Australian 
companies go offshore completely, that is we never see that customer again. So how 
can you have confidence?”  
IV17 (Responsible) defined as dependable, reliable was recognised in the statements 
“My reckoning is that if we keep our business small and try and keep our costs under 
control and that doesn't include expanding then we will survive.” And “The most 
important thing is being able to pay wages to people that I have committed to employ 
and being able to pay my bills; never walking away from a debt.” This value is also 
reflected in the statement, “The most important thing is being able to pay wages to 
people that I have committed to employ and being able to pay my bills; never walking 
away from a debt.” Responsibility can also be seen in the statement, “I never walk 
(walking away) from a debt.” 
BA (Business Attitude) 
BA1 (Negative) P1 is disillusioned with the lack of assistance provided to business 
result in a negative business attitude which is displayed in the comment, “We feel like 
we have been abandoned by the government, by big business basically by everyone.” 
“There is still a fundamental lack of confidence.” 
DM (Decision-making) 
DM1 (Economic) The focus of P1 is ensure financial security which is reflected in the 
statement, “My reckoning is that if we keep our business small and try and keep our 
costs under control and that doesn't include expanding then we will survive.” P1 is 
concerned with ensuring that all outstanding accounts are paid, “The most important 
thing is being able to pay wages to people that I have committed to employ and being 
able to pay my bills; never walking away from a debt.” 
DM2 (legal) P1 is also concerned that her employees are looked in terms of being paid 
for the work that has been completed this is reflected in the statement, “the most 
important thing is being able to pay wages”. Even though P1 refers to her employees 
as more than just a means of earning revenue in the statement, “the employee becomes 
like family. If we don’t succeed it would be like abandoning a family member 
therefore you just keep going.” This statement is not supported through the interview 
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with the emphasis being on being able to pay the employees not on working conditions 
or future development.  
FI (Finances) 
FI1 (Business) P1 know that she needs to ensure that the business can be profitable 
which is evident in her emphasising that we “keep our costs under control.” 
FI2 (Personal) P1 is focused on her personal wealth she states, “I am not prepared to 
keep putting my personal assets on the line for something that may not work.” This 
statement shows that P1 is in a transitional stage, the focus is no longer on the personal 
finances of the directors but on the business.  
RM (Risk Management) 
RM1 (risk-averse) P1 indicates that she is risk averse in the statement, “I want 
guarantees.” 
LS (Leadership Styles) 
LS2 (Transactional) The leadership style of P1 is difficult to analyse, p1 refers to her 
business decisions in the plural “we” which indicates that she has a transformational 
tendency however when asked whether business is about making large profits P1 
states “I am happy to turnover and pay my bills and live in a certain way that I have 
been accustomed to’” When referring to employees even though P1 refers to them as 
becoming like family P1 focuses solely on paying wages, working conditions etc are 
not discussed. This indicates that P1 is a transactional leader where good work is 
rewarded with good pay. 
EVST: P1 ranked 4 values as important as following: Logical, Self-controlled, 
Responsible and Polite. Seven values were displayed in the interview, 2 of these 
values were consistent with the values listed as important by P1. 
P2  
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P2 commented that, “Making 
money is a by-product of being successful. Being in business is like being an elite 
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sports person it's a challenge and some people are up to that challenge and some 
people aren't up to the challenge.” The comparison of being in business to an elite 
sports person indicates that the statement is about hard work and aspiration. P2 also 
states, “You want to make money”. P2 talks about expanding the customer base 
which is also ambitious, “we were looking to broaden our customer base.” 
IV3 (Capable) which is defined as competent, effective. P2 demonstrates capability in 
the statement, “Looking at the existing management level to see how they fit into the 
existing culture that we have and just seeing what their abilities are.” Being capable is 
also represented in the statement “we look to ensure that we have got total control.” 
IV7 (Forgiving) This means that you are willing to pardon others. P2 displays this 
value in the statement “I guess in a way he was probably doing what he thought was 
the right thing.” In the statement P2 is finding excuses for the decisions that an 
employee made. 
IV8 (Helpful) P2 states that he is working for the welfare of others in the statement 
“you have a responsibility to employees to ensure they’ve a job to come back to and a 
responsibility to the customer as well too.” In reference to customers he states “you’re 
about making their life hopefully their life better.” 
IV9 (Honest) P2 openly admits that an acquisition was the wrong decision in the 
statement, “It was a poor decision when we acquired the business or when we 
purchased the business we made a decision that we thought was a good decision at the 
time by keeping a person on that was basically running the business and that proved to 
be a poor decision in the end.”  
IV11 (Independent) P2 demonstrates the value of independence in the statements, “we 
look to ensure that we have got total control.”  
IV12 (Intellectual) P2 is reflective in the statement, “It was a poor decision when we 
acquired the business.” “I mean if the customers feel that you’re in financial hardship 
then they are likely to sense that and potentially move the business way.” 
IV13 (Logical)  P2 demonstrates logic in many aspects of the business which is 
reflected in the statement, “We have a lot of customers but had one major customer, so 
in this day and age too many eggs in one basket so to speak so we were looking to 
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broaden our customer base.” Logic is also present in the running of the business this is 
demonstrated in the comments, “We basically will set out a budget and a plan, a 
project plan of what we do.” And “It needs to be sustainable. If time goes bad or if 
anything's bad we need to look at both the positives and the negatives to ensure that the 
decision when you make to purchase another business that it is sustainable.” “You 
need to find that balance that works that works across the board.” 
IV15 (Obedient) Obedient is to be dutiful and respectful. P2 displays this value in the 
statement “I try to lead by example” in reference to his employees. 
IV17 (Responsible) P2 demonstrates responsibility in all of the following statements, 
“It was a way of investing not only in our future but in all of the employee's future.” 
The value of responsibility encompasses both the employees and the customers 
displayed in the statement, “You have a responsibility to the employees to ensure that 
they've a job to come back to and a responsibility to the customer as well too.” “It's a 
delicate balance sometimes looking after a large number of employees along with a 
large number of customers as well too. You need to find that balance that works 
across the board.” 
BA (Business attitude) 
BA3 In this statement P2 reflects a positive attitude for being in business, “The whole 
reason for being in business is to make money.” 
DM (Decision-making) 
DM1 P2 clearly states that his motivation for being in business is to make money and 
to be the best at this. This is shown in the statements, “The whole reason for being in 
business is to make money” and “Making money is a by-product of being successful. 
Being in business is like being an elite sports person it's a challenge and some people 
are up to that challenge and some people aren't up to the challenge.” 
DM3 P2 refers to having a responsibility to the employees and customers, to ensure 
that the employees have employment and the customers to ensure that they come 
back by providing them with the service that they require.  
FI (Finances) 
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FI1 (Business) The focus of P2 as CEO is that of the business this view can be seen in 
the statement, “The ultimate goal is obviously to be financially viable at the end of the 
day. You want to make money. The whole reason for being in business is to make 
money.” 
RM (Risk Management) 
RM1(risk-averse) When risk is assessed the CEO makes an informed decision,” If 
time goes bad or if anything's bad we need to look at both the positives and the 
negatives to ensure that the decision when you make to purchase another business that 
it is sustainable.” P2 is not a risk taker or avoider the decision-making is balanced. 
LS (Leadership Style) 
LS3 When determining the leadership style of P2 it would be a combinational of 
transactional and transformational. Transactional leadership presents itself in the 
statement, “The whole reason for being in business is to make money.” When 
referring to the business decisions P2 uses “we” and also makes the statement that, 
“You should never ask anybody to do anything that you wouldn't do yourself. If you 
wouldn't do it then you shouldn't ask anybody else to do it. It's as simple as that,” 
which is transformational. 
EVST: P2 ranked 13 values as important. 8 of the 10 values displayed were ranked 
as important by P2.  
P3 
IV1 (Ambitious) The value of ambition is reflected in that statements, “satisfaction 
in doing a job knowing he has done it and looking after his family.” It is also present in 
the statement, “He has this ambition to be successful, he has that persona.”  
IV3 (Capable) Also in reference to the managing director, P3 states that he has 
“satisfaction in doing a job”. In reference to the employees P3 states, “They know 
what they are expected to do and that's to do the job and make sure that they do a 
good job” which indicates that P3 considers the employees competent. As a 
company P3 states that “we are there to do a job and finish it whether we make 
money or not.” 
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IV8 (Helpful) P3 states that is important in “making sure the people that you are doing 
business with are happy as well so that you have a good working environment”  
IV9 (Honest) p3 is truthful and sincere in the statement, “We just haven’t been able to 
catch up with the cash flow.” 
IV11 (Independent) “Now that we are bringing work in.” 
IV13 (Logical) P3 demonstrates logic in the statement, “we would increase the 
overdraft and hopefully that will in turn increase the cash flow”. 
IV17 (Responsible) P3 demonstrates responsibility in the statements, “Making sure 
the people that you are doing business with are happy as well so that you have a 
good working environment.” Responsibility is also taken on the statement, “we are 
there to do a job and finish it whether we make money or not they know you are 
going to finish it”. There is a limited responsibility to the employees which is evident 
in the statement “You try and look after your employees but in the end if you are not 
making money then there is no use in continuing just because of your employees”. 
This statement indicates that the business needs to be profitable to continue not just 
continue to keep people employed.  
BA (Business attitude) 
BA2 In this statement P3 reflects a positive attitude for being in business, “now that 
we are bringing more work in it will improve” and also in that statement. “If you pay 
your bills everyone will come back and get your goods, customer service is better 
when you pay your accounts on time”. 
DM (Decision-making) 
DM1 P3 clearly states that the motivation for being in business is to make money. 
When asked why P3 went into business the response was “To see if we could make 
more money and freedom of choice”. 
FI (Finances) 
FI2 (Personal) The focus of P3 as CEO is personal finances which can be seen in the 
statement, “When the business isn’t doing well it is the directors that suffer the most”. 
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When asked whether P3 could keep the business and personal finances separate P3 
answered “no, not really”. 
RM (Risk Management) 
RM1 (risk-averse) when asked about the increase in the overdraft and how P3 felt 
about this P3 answered, “Hopefully we won't need it too long but it is good to have 
just in case”.  
LS (Leadership Style) 
LS2 When determining the leadership style of P3 it would be categorised as 
transactional. This is present in the statement, “As long as they are making me 
money and doing as they are told they will be fine.” P3 refers to the 
employer/employee relationship in the statement   “I would ask them and they 
would do it because of the relationship that we have” which further highlights the 
transactional leadership style.  
EVST: P3 ranked 8 values as important. 4 of the 7 values displayed were ranked as 
important by P3.  
P4 
IV1 (Ambitious) is defined as hard-working, aspiring. “It's a challenge absolutely”. 
“It's like any decision you make whether it is at a macro level, you make the decision 
and it turns out to be good you think whoa that's great”.” I will buy one of the brothers 
51% because I always want control. I am a control freak”. “I had meetings with their 
sales people and I said right this is the new way of doing business, either you are here 
or you are not here”. 
IV3 (Capable) which is defined as competent, effective. P2 demonstrates capability in 
the statement, “I think they knew that it was going to be different and it was going to 
work because it's a different style.  The person that was there before me, poor bugger 
nice fellow but he did not give them any direction in that sense”. “It's like any decision 
you make whether it is at a macro level, you make the decision and it turns out to be 
good you think whoa that's great”. “I knew it was going to work because I wouldn't 
have invested my personal money if I thought it was going to be a dog.” 
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IV9 (Honesty) P4 consistently displays honesty, “I knew it was going to work because 
I wouldn't have invested my personal money if I thought it was going to be a dog.” 
And “purely monetary gains” on why financial decisions were made. 
IV11 (Independent) “I will buy one of the brothers 51% because I always want 
control. I am a control freak.” “I had meetings with their sales people and I said right 
this is the new way of doing business, either you are here or you are not here”. “I was 
brutal. I said listen this is a new way of doing business”. “I knew it was going to work 
because I wouldn't have invested my personal money if I thought it was going to be a 
dog.” 
IV12 (Intellectual) P4 is reflective in the statement, “it adds value to the whole group 
of businesses that's fantastic, that's really satisfying”. “How can you control 
something if you don't know what the result is?” 
IV13 (Logical) “When you are under 60 (million) the big chaps are not interested at 
all”. “How can you control something if you don't know what the result is?” “I think 
they knew that it was going to be different and it was going to work because it's a 
different style.  The person that was there before me, poor bugger nice fellow but he 
did not give them any direction in that sense.” 
IV17 (Responsible) “I knew it was going to work because I wouldn't have invested my 
personal money if I thought it was going to be a dog”. 
BA (Business attitude) 
BA2 (neutral) “I had meetings with their sales people and I said right this is the new 
way of doing business, either you are here or you are not here”. 
BA3 “So if I buy a business and bring it across and it is making a loss and you bring it 
across your instantly can get rid of a dozen people there and instantly you got a 
successful business because you're not just doubling up on everything”. 
DM (Decision-making) 
DM1 P4 clearly states that his motivation for being in business is to make money 
and to be the best at this. This is shown in the statements, “Purely monetary gains.” 
“At the moment it is the bottom line and the revenue, both”. 
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FI (Finances) 
FI1 (Business) “It has been a bit of a millstone around our neck”. “…allows us to do 
another one or two acquisitions because we have half of that area free to bring in”. 
“Grow the asset”. 
FI2 (Personal) “It gives me an exit strategy”. “I think I am well set up personally to not 
have to keep making decisions and not worry about how they will affect me 
personally”. 
RM (Risk Management) 
RM1 (risk-averse) “allows us to do another one or two acquisitions because we have 
half of that area free to bring in”. “So if I buy a business and bring it across and it is 
making a loss and you bring it across your instantly can get rid of a dozen people there 
and instantly you got a successful business because you're not just doubling up on 
everything”. “How can you control something if you don't know what the result is?” 
LS (Leadership Style) 
LS2 “I had meetings with their sales people and I said right this is the new way of 
doing business, either you are here or you are not here”. “Either we do it my way or 
you are not here and I will find new people to do it my way this is the new way we are 
going to do business”. “….not just that fact that they followed directions, there was 
success.” “I think they knew that it was going to be different and it was going to work 
because it's a different style.  The person that was there before me, poor bugger nice 
fellow but he did not give them any direction in that sense”. 
 
EVST: P4 ranked 5 values as important. 4 of the 7 values displayed were ranked as 
important by P4.  
P5  
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P5 commented that, “The 
main thing is to get the job done and to have the satisfaction and to be efficient. The 
thing I like to say to them always is, is this your best effort? Put it on your screen was 
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that your best effort to do whatever job you do. If they don't do it they have themselves 
to answer to not me, that's the point”. 
IV3 (Capable) which is defined as competent, effective. P5 demonstrates capability in 
the statement, “The main thing is to get the job done and to have the satisfaction and 
to be efficient”. 
IV9 (Honest) P5 openly admits that there is an expectation when the employees are 
given flexibility for their family life to give additional time back in lieu. This is 
displayed in the statement, “I only expect them not to take advantage of the flexibility 
and they should also give back additional effort”. 
IV10 (Imaginative) To be imaginative is to be daring, creative P5 displays this value in 
the statement, “We have a lot of discussions about what they prefer to do and there 
were times when bonuses were small and they preferred to pool the bonuses together 
and have a company holiday. I was saying you should take your bonuses and do 
whatever you like but they chose to have company holidays”. 
IV13 (Logical)  P5 demonstrates logic in the statement, “basically can this company 
cope with the person that is going to be here five days a week and we felt his character 
and the way he looks at things is quite similar to us and it should be easily assimilated 
into the team which is important.” 
IV17 (Responsible) P5 demonstrates responsibility in all of the following statements, 
“Well the first thing is to see whether it is a win win situation for all the parties 
involved.” Responsibility to ensuring the business is profitable is reflected in the 
statement, “Money is a big factor because there is no point doing something that is 
going to send you broke, but if the money stacks up in the first place and then the 
second thing then is will it stack up against the working environment; the relationship 
of people who are actually here”.   
BA (Business attitude) 
BA3 In this statement P5 reflects a positive attitude for being in business, “Well the first 
thing is to see whether it is a win-win situation for all the parties involved”. P5 is also 
focused on “possible succession plans”, which also supports a positive business attitude. 
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DM (Decision-making) 
DM1 P5 clearly states that his motivation for being in business is to make money. 
This is shown in the statements, ““Well the first thing is to see whether it is a win 
win situation for all the parties involved” Money is also seen as the primary focus in 
the statement, “Money is a big factor because there is no point doing something that 
is going to send you broke, but if the money stacks up in the first place and then the 
second thing then is will it stack up against the working environment; the 
relationship of people who are actually here.” 
DM3 P5 refers to having a responsibility to the employees in their working 
environment and not upsetting the current work arrangement in the statement, “…the 
second thing then is will it stack up against the working environment; the 
relationship of people who are actually here”.  
FI (Finances) 
FI1 (Business) The focus of P5 as CEO is that of the business when asked whether 
personal finances were considered in making business decisions P5 replied, “It's all 
about the business not personal.” 
RM (Risk Management) 
RM1 (risk-averse) When risk is assessed the CEO primarily considers profitability 
which is evident in the statement, ”Money is a big factor because there is no point 
doing something that is going to send you broke”. 
LS (Leadership Style) 
LS2 When determining the leadership style of P5 it would be a transactional, P5 
states that there is a reward for an effort made in the statement “If I have my way I 
would give them bonuses. I always believe in sharing the fruit of our efforts.  
Everybody gets paid well. But that's not it you want them to feel that they belong to 
something and when they feel that they have an input or a belonging you get their 
loyalty, which is not something that you can't buy”.  
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Transactional leadership is also evident in the statement presents itself in,” Money is 
a big factor because there is no point doing something that is going to send you 
broke”. 
EVST: P5 ranked 5 values as important. 3 of the 6 values displayed were ranked as 
important by P5.  
P6  
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P6 commented that, “Their 
bonus structure is that they are on an unlimited upside if they can attract that work. 
So the more revenue they bring in the greater their revenue”. ‘Trying to find the right 
balance for the business so that people actually improve and don't expect something 
to be just solved for them”. 
IV3 (Capable) which is defined as competent and effective. P6 believes that 
effectiveness is reflected in the increase of revenue generation shown in the statement, 
“So the more revenue they bring in the greater their revenue is”. “‘Trying to find the 
right balance for the business so that people actually improve and don't expect 
something to be just solved for them”. 
IV8 (Helpful) When referring to hiring family members P6 states “The main thing is 
to provide some education and training and hopefully that education and training will 
be beneficial to the company in the long term or if not at least to themselves in their 
future life”.  
IV9 (Honesty) “We need to be aware that you can't have too many mistakes and the 
mistake can't be too bad, so it is trying to find the right balance for the business so 
that people actually improve and don't expect something to be just solved for them.”  
IV10 (Imaginative) to be imaginative is to be daring, creative P6 displays this value in 
the statement, “their bonus structure is that they are on an unlimited upside if they 
can attract that work”. Imagination is also required with creating “social activities 
where people can bond with each other, and feel that work is more than just work.” 
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IV11 (Independent) P6 demonstrates the value of independence in the statements, “So 
there has to be that flexible work arrangement where they need to have the tools and 
resources so they can work wherever they need to be or work from home”. 
IV13 (Logical) P6 demonstrates logic “making it as easy as possible for them to do 
their work so that they can actually generate the revenue.” Logic can also be seen in 
the provision of a virtual secretary in the statement, “providing a virtual 
secretary/receptionist for phone calls so that they are not being bothered by them 
when they are with a client. So those types of things we had to sort of look in to.” It 
is also logical for a transactional leader to view that rewards need to be regular for 
employees to perform. “Any reward needs to be regular, like regular discussions and 
emails are important but also the social activities if done regularly make a big 
difference because it keeps in the forefront of everyone's mind that you do appreciate 
what they do”. 
IV17 (Responsible) P6 demonstrates responsibility in all of the following statements, 
“making it as easy as possible for them to do their work so that they can actually 
generate the revenue”. 
BA (Business attitude) 
BA3 In this statement P6 reflects a positive attitude for being in business, “have to 
actually produce more revenue then they get paid.” 
DM (Decision-making) 
DM1 P6 clearly states that his motivation for being in business is to make money. In 
reference to hiring new staff members P6 states “the financial implications of 
employing them and what the costs to the company is going to be compared to the 
return”. 
DM2 (Legal) P6 refers to the legal aspect of being in business in the statement “if we 
employ them we are liable, as an employee we can’t terminate them”. 
DM3 P6 refers to having a responsibility to family members hired as employees in 
the statement “The main thing is to provide some education and training and 
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hopefully that education and training will be beneficial to the company in the long 
term or if not at least to themselves in their future life”.  
FI (Finances) 
FI2 (Personal) P6 refers to personal finances when considering what will happen if 
the business is not successful. P6 states “if things don’t turn out then we as 
shareholders would have to put more equity into the company so we would need to 
know whether we could personally take on the risk”. There is no business/personal 
separation. 
RM (Risk Management) 
RM1 (risk-averse) P6 is risk–averse. Risk aversion is reflected in the hiring of 
employees, where P6 states that the “biggest issue is that they are on reasonably high 
salaries, therefore high termination costs and therefore higher risks.” This statement 
is displaying risk aversion. 
LS (Leadership Style) 
LS2 When determining the leadership style of P6 it would be a transactional P6 
refers to “dedicated” as an important value for a leader to bestow. P6 states that you 
need to show the employees that “you are listening to them by getting rid of jobs that 
have no value to the business at all”. In this statement the focus is still the business 
not the employee. In terms of leadership P6 states “there is a formal bonus structure” 
which also supports transactional leadership.  
EVST: P6 ranked 8 values as important. 5 of the 7 values displayed were ranked as 
important by P6  
P7  
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P7 commented that, “To be 
able to let it go and do other things and maybe make more money doing other 
things”. “Really pursing other interests and growing”. 
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IV3 (Capable) which is defined as competent and effective. P7 displays this value in 
the statement, “I get a thrill when that phone rings, I get a thrill when I get a new 
client. I love the idea of looking at figures. It just gives you a buzz.” 
IV7 (Logical) p7 shows logic in the statement, “When I make a financial decision I 
normally look at the figures see if I can afford it. Whether it is feasible and then I 
just do it.”   
IV8 (Helpful) When referring to hiring employees P7 states “I have a very caring 
and loving relationship they are with me normally (some of them die) for 20 years, 
18 years until they can’t work anymore. I make it interesting and worthwhile for 
them.”  
IV9 (Honest) P7 openly states that, “I expect respect as I treat them I expect to be 
treated myself.” 
IV13 (Logical) p7 displays logic in the statement, “Mainly growing the business and 
keeping up with the times.”  
IV14 (Loving) to be loving is to be affectionate, tender. P7 displays this value in the 
statement “I have to nurture them and make sure that they are happy.” Helpful? 
IV17 (Responsible) P7 demonstrates responsibility in the reasoning of why the new 
employee was appointed in the statement, “she is very trustworthy, reliable and easy 
going and there was also a little bit of friction from the other members of the family 
because they wanted the role”. In reference to employees P7 states, “I have to 
nurture them and make sure that they are happy.” This statement also implies 
responsibility to ensure that the job gets done. 
BA (Business attitude) 
BA3 In this statement P6 reflects a positive attitude for being in business, p7 states that 
a reason to be in business is “mainly growing the business and keeping up with the 
times.” P7 states that increasing marketing may result in making more money in the 
statement, “maybe make more money doing other things.” 
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DM (Decision-making) 
DM1 P7 clearly states that his motivation for being in business is to make money. P7 
refers to “mainly growing the business and keeping up with the times.”   
FI (Finances) 
FI1 (Business) With reference to the financial decision made P7 states “I didn’t need 
to consider my personal finances. The business had to be able to support” … the 
decision made. 
RM (Risk Management) 
RM1 (risk-averse) P7 is risk–averse. P7 states “when I make a financial decision I 
normally look at the figures see if I can afford it. Whether it is feasible and then I 
just do it.” 
LS (Leadership Style) 
LS2 When determining the leadership style of P7 it would be a transactional, this is 
evident in the statement “I do give them a bonus and I also think that if you treat 
them well with respect and appreciation their self-esteem grows and they become 
somebody.” “I am fair and I also listen to all their problems and I take care of them 
and I think they look to me as a friend.”  
EVST: P7 ranked 4 values as important. 4 of the 6 values displayed were ranked as 
important by P7. 
P8  
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P8 commented that, “we felt 
that we had good systems and procedures and we could extend those to assist other 
people but also to effectively defray some of our costs so it helped us too.” And “we 
had this belief that we could roll out our business procedures and methodologies to 
other advisers and this person coming in and joining us was the first attempt at doing 
that.” 
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IV3 (Capable) which is defined as competent, effective. P8 demonstrates capability in 
the statement, “I just wanted to make sure that wherever I could that I would help 
people to be in a better financial position than they otherwise would be if they hadn’t 
met me.” “….we always have to do what is best for our client, that the client 
definitely comes first.” 
IV7 (Forgiving) this means that you are willing to pardon others. P8 states “It has 
actually worked out better for him than it has worked out for us but that’s fine, there’s 
no problems there.” In the statement P8 is pardoning the unexpected benefit acquired 
by the other party. 
IV8 (Helpful) P8 states that he is working for the welfare of others in the statement.” 
“…we always have to do what is best for our client, that the client definitely comes 
first.  That we care for our clients we put our clients, this might almost sound wrong 
but we basically put our client’s wellbeing above our own.” 
IV9 (Honest) In reference to the new merger P8 honestly admits that the reason it 
occurred was more beneficial to the other party in the statement, “I don’t want to be 
nasty but I think he got to a point in his career where it was a little bit too hard.” 
Honesty is also displayed in the statement, “…in my humble opinion most financial 
planners don’t actually do the right thing by their clients.” “…we thought we could 
make some money out of it.” 
IV10 (Imaginative) To be imaginative is to be daring, creative P8 displays this value in 
the statement, “if we go back 18 months ago we had this belief that we could roll out 
our business procedures and methodologies to other advisers and this person coming 
in and joining us was the first attempt at doing that.” “…extend our model to other 
people.’’ 
IV11 (Independent) P8 demonstrates the value of independence in the statement, “I 
think that ultimately a profit share arrangement will work really well for our people 
because it does motivate them to take that extra step and do that little bit more and to 
get work done in a timely manner and get things done efficiently.”  
IV12 (Intellectual) P8 is reflective in the statement, “if we can do this, if we can run 
this then this can almost be a separate business, a practice support type of business 
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and that's still not 100% necessarily off the table but that was the thought process 
behind it.” 
IV13 (Logical) P8 demonstrates logic in many aspects of the business which is 
reflected in the statements, “…it was about the fit of the person, lowering the costs, 
not rocking the boat, not changing the working environment.” “I just wanted to make 
sure that wherever I could that I would help people to be in a better financial position 
than they otherwise would be if they hadn’t met me.” We complete “360 reviews and 
morale surveys and those sorts of things have an impact on bonuses and how people 
are paid.”  
IV17 (Responsible) P8 demonstrates responsibility in all of the following statements, 
“the predominant concern we have is that we don't want to change the culture of the 
business. We want to make sure that whatever we do doesn't have negative impacts 
on the way that people perceive their roles and then we work through the financial 
aspects.” “it (the financial decision) was about the fit of the person, lowering the 
costs, not rocking the boat, not changing the working environment.” “…we always 
have to do what is best for our client, that the client definitely comes first.  That we 
care for our clients we put our clients, this might almost sound wrong but we 
basically put our client’s wellbeing above our own.” 
BA (Business attitude) 
BA3 In this statement P8 reflects a positive attitude for being in business, “….profit 
wasn’t so much of a motive it was more that we could see by bringing in another 
business under our umbrella that would help us reduce our costs as opposed to making 
a profit.”  
DM (Decision-making) 
DM1 P8 clearly states that his motivation for being in business is to save money. This 
is shown in the statements, “… to effectively defray some of our costs..”” … we work 
through the financial aspects of it and try and figure out what the costs will be, how 
much money we need to recoup, if it is going to be profitable or not.” 
DM3 P2 refers to having a responsibility to the employees when making financial 
decisions to ensure,” We want to make sure that whatever we do doesn’t have 
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negative impacts on the way that people perceive their roles”  In relation to clients 
P8 states, “…we always have to do what is best for the client, that the client 
definitely comes first. That we care for our clients …we basically put our clients’ 
wellbeing above our own.”  
FI (Finances) 
FI1 (Business) The focus of P8 as CEO is that of the business this view can be seen in 
the statement, ” … we work through the financial aspects of it and try and figure out 
what the costs will be, how much money we need to recoup, if it is going to be 
profitable or not.”  
RM (Risk Management) 
RM1 (risk-averse) When risk is assessed the CEO makes an informed decision,” 
There is no real additional cost.” It (the financial decision) helped us to reduce our 
costs but also predominantly we thought that we could extend our model to other 
people which would be beneficial to them and would have a beneficial impact on us as 
well.”  
LS (Leadership Style) 
LS2 When determining the leadership style of P8 it would be transactional. 
Transactional leadership presents itself in,”We do have certain key performance 
indicators that employees work towards.” “I think that ultimately a profit share 
arrangement will work really well for our people because it does motivate them to take 
that extra step and do that little bit more.”  However P8 refers to “our people” and 
“we” which could lend itself to being transformational, P8 also refers to the 
employees as a “team”. 
EVST: P8 ranked 9 values as important. 6 of the 10 values displayed were ranked as 
important by P8.  
P9 
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P9 commented that, “good 
business practice, represented by self-discipline, by respect for the client, by creative 
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freedom, by transparency and by dynamic integration of knowledge and experience” 
are the values that the business strived for which reflect hard-working and aspiration. 
IV2 (Broadminded) is defined as open-minded. P9 displays this value in the 
statement, “We have to see the advantages of other things happening that are not 
strictly or directly related to the monetary growth in all of the components but in the 
totality of it we are leveraging of the investment decision to obtain further income 
from a different source; that’s the skill base I referred to.” This value is further 
highlighted in statement, “I’m constantly trying to understand and get feedback from 
them the key purpose is to encourage their creative freedom and to give them 
opportunities to express themselves in line with these values.” This can be viewed as 
the value of broadmindedness due to the encouragement to improve and expand their 
capabilities 
IV3 (Capable) which is defined as competent, effective. P9 demonstrates capability in 
the statement, “we are actually making decisions that balance or optimise the people 
that are going to contribute to activities that go into that investment and the financial 
outcomes that may be available from that activity.” The reference to balance or 
optimise people highlights the striving for competency and efficiency. 
IV7 (Forgiving) If an employee needs to improve a skillset P9 offers training as a 
solution which indicates the willingness to pardon others. 
IV8 (Helpful) P9 states that he is working for the welfare of the employees in the 
statement “you are trying to help that person reduce their inefficiency in their private 
space”. ”You can present means by which people can take responsibility for their 
own life”. These statements indicate that P9 is working for the welfare of others, as 
does, “you are looking to create some sort of improved potential for people.” 
IV9 (Honest) P9 honestly admits that if an employee cannot adopt the values of the 
company then that employee needs to leave, this is shown in the statement, “…the 
right outcome is to accelerate that to a point where we depart.” 
IV10 (Imaginative) To be imaginative is to be creative P9 displays this value in the 
statement, “I’m constantly trying to understand and get feedback from them the key 
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purpose is to encourage their creative freedom and to give them opportunities to 
express themselves in line with these values.” 
IV11 (Independent) P9 demonstrates the value of independence in the statement, 
“they become a team member where they can second guess what I am thinking and I 
have the ability to second guess what they are thinking so that we are able to work as 
a whole at times, as well as individuals.” This statement highlights self-sufficiency 
as well as team work. 
IV12 (Intellectual) P9 is reflective in the statement, “What we are looking for is the 
opportunity to improve activities that the company can engage in not just through 
money but through the skills of the members who engage in that.” Reflection is also 
evident in the statement” if we were to continue together it would be a drain on both 
parties and it would be contrary to the aim of the business.” 
IV13 (Logical) P9 demonstrates logic in many aspects of the business. Logic is 
present in the statement, “It is in the long term because you can always find a pathway 
that leads back to money in some shape or form.”  Also the statement ,”Good 
business practice, represented by self-discipline, by respect for the client, by creative 
freedom, by transparency and by dynamic integration of knowledge and experience,” 
also highlights logic which is the premise for the initial setup of the business. 
IV15 (Obedient) “They either embrace it or they don’t embrace it” If they don’t 
embrace it “the right outcome is to accelerate the point where we depart, we separate”. 
IV17 (Responsible) P9 demonstrates responsibility in the statement, “It is a means of 
keeping a boundary around possibly straying away from goals that are set.” This 
statement represents reliability. 
IV18 (Self-controlled) Self-discipline forms the basis of the company that P9 is the 
CEO for which is reflected in the values of the company which p9 states are,” good 
business practice, represented by self-discipline, by respect for the client, by creative 
freedom, by transparency and by dynamic integration of knowledge and experience.”  
BA (Business attitude) 
  186 
 
BA3 In this statement P9 reflects a positive attitude for being in business P9 refers to 
the reasons for being in business as, “one is to achieve some monetary outcome and 
the other is to achieve some form of skill growth.” 
DM (Decision-making) 
DM1 P9 clearly states that a motivation for being in business is “to achieve some 
monetary outcome.” “The ultimate goal is an optimised position between receiving 
an acceptable return on the funds and the ability to leverage of that money.” 
DM2 The moral perspective is evident in the statement “we have to actually walk the 
talk to show that we can produce best practices, and best practice starts with the 
internal activities of the company.” The moral perspective is also evident on the 
statement “From my perspective leadership embraces a whole range of ideas that 
help a person grow and in helping a person grow and participate in the nature of the 
company.”  
DM3 P9 refers to the legal perspective in the statement, “fiduciary duties that you need 
to consider when you’re investing, any legal position that might be required to 
consider.” 
FI (Finances) 
FI1 (Business) The focus of P9 as CEO is that of the business this view can be seen 
in the statement, “The ultimate goal is an optimised position between receiving an 
acceptable return on the funds and the ability to leverage of that money.” 
RM (Risk Management) 
RM1 (risk-averse) Risk aversion is displayed in the statement, “We intended to keep 
within the fund capability of the organization.” 
LS (Leadership Style) 
LS2 When determining the leadership style of P9 it would encompass transactional. 
Transactional leadership presents itself in,” The second one is definitely a bonus 
scheme some form of financial incentive plays a role.” Training was also flagged as 
important by P9. 
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LS3 Transformational leadership is evident in the following statements “once there is 
a meeting of the minds then there is a matter of drafting out some thoughts.” “we have 
to actually walk the talk to show that we can produce best practices, and best practice 
starts with the internal activities of the company.” 
“I firmly believe in the role model contribution to leadership.” 
“An important contribution to employees aspiring to improve themselves.” 
“Identifying opportunities that have some interest to the person is a major 
contribution as a leader.”  
“From my perspective leadership embraces a whole range of ideas that help a person 
grow and in helping a person grow and participate in the nature of the company.”  
EVST: P9 ranked 12 values as important. 8 of the 13 values displayed were ranked 
as important by P9.  
P10 
IV (Instrumental Values) 
IV1 (Ambitious) is defined as hard-working, aspiring. P10 refers to employees as 
hardworking and states that you need, “happy and good workers so that when good 
clients come back we can make more money.  
IV3 (Capable) which is defined as competent, effective. P10 refers to employees as 
capable in the statement, “They are extremely bright and the clients love them.” 
IV13 (Logical) P10 is logical in the following statement, “they want to have their say 
in making decisions but they haven’t earned the right in my opinion.” 
IV17 (Responsible) P10 demonstrates responsibility in the following statement, “I am 
the one taking all the risks.” 
BA (Business attitude) 
BA3 In this statement P10 reflects a positive attitude for being in business, “….we can 
make more money”.  
DM (Decision-making) 
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DM1 P10 clearly states that his motivation for being in business is to make money. 
This is shown in the statement, “we can make more money.”  
DM2 P10 also considers the legal perspective referring to the leasing agreement and 
breaches in the statement, “there was a clause in the leasing agreement stating that if 
it was unfit for occupation we don’t have to pay for it.” 
FI (Finances) 
FI1 (Business) The focus of P10 as CEO is that of the business this view can be seen in 
the statement, ”the business comes first and then we come second.” 
FI2 (Personal) “I am the one who has the money tied up.” 
RM (Risk Management) 
RM1 (risk-averse) this statement indicates that nothing in business is certain, “It’s all 
a gamble whether there is a profit or loss.”  
LS (Leadership Style) 
LS2 When determining the leadership style of P10 it would be transactional. 
Transactional leadership presents itself in,” Tell them they have to do it and if they 
don’t like it they can go.” “I just want to do make the decision tell everybody and 
move on.” “They don’t really deserve to have a say because they are going to get 
paid a salary anyway, just so that are happy and good workers so that when good 
clients come back we can make more money.” 
EVST: P10 ranked 4 values as important. 2 of the 4 values displayed were ranked as 
important by P10.  
 
 
